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The present study is an attempt to cover all the 
aspects of personnel functions and personnel policies as 
applied in different units of oil refining industry in India. 
It starts from manpower planning,-goes through recruitment 
and selection, surveys throuch conditions of service, industrial 
relations, wages and salary administration, health and safety, 
manpower development and training programmes, promotions, 
demotions and transfers and also the labour welfare facilities 
and amenities. It also includes topics like trade unionism, 
collective bargaining and workers' participation as an integral 
part of industrial relations problems. An analytical study on 
job satisfaction also constitutes a vital part of it. 
Though the scope of the study unit wise, extends to all 
the refineries, emphasis has been laid down on the study of 
personnel policies in refineries operating under Indian Oil 
Corporation Ltd. A reference would sometimes be found to the 
r 
cond i t i ons p r e v a i l i n g in o ther r e f i n e r i e s bu t a more thorough 
study of the se problems has been done with r e f e r ence t o Barauni , 
Gauha t i , Mathura and Cochin r e f i n e r i e s . However, s ince 
c o n d i t i o n s are more or l e s s s i m i l a r in o the r u n i t s of I .O .C- , 
B .P .L , , H.P.L and o ther independent u n i t s , management conclu-
s i o n s may safe ly be gene ra l i s ed t o o the r r e f i n e r i e s as w e l l . 
THE OBJECTIVE CF THE STUPy ^ ^ IT^ „ ^ ^ ' ^ V . 
The objective of the present study has be^"W crfCically 
examine the various aspects of personnel policies as-^plied in 
and provided by the various units of ref ineries^i^ the. country. 
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The idea behind t h i s study i s to see how best the po l i c i e s 
have been formulated t o su i t the p r a c t i c a l s i t ua t i ons and how 
much comprehensive and effect ive they are-ln"^EIfeirappli ca t ions . 
The basic paramet«rs wi l l be the efficiency and effect iveness 
with which the people are working there i n , the output and 
product ivi ty of the organisat ion, the study of the ind ica to rs 
of job sa t i s f ac t ion and also the ind ica to rs of i n d u s t r i a l 
r e l a t i o n s . After evaluation of the po l i c i e s through a diagnost ic 
approach an attempt has also been made t o suggest means and ways 
in the form of preventive as well as curat ive measures to bring 
about improvement wherever necessary. 
METHOD OF ENOJIRy 
After deciding the topic and the area of the study, a 
rough sketch was prepared regarding the var ious aspects on which 
necessary informations and relevant data were t o be co l lec ted . 
The f i r s t round of t he study was conducted through personal 
interviews_^i t i l the off icers of_fche personnel department in 
Barauni, Gauhati and Mathura r e f ine r i e s and t h e i r maintained 
departments l ike t r a i n i n g centres , safety departments as well 
as public r e l a t i o n s departments. The interviews were conducted 
by both methods; s t ructured and un-s t ruc tured . During the 
course of in terview, some published mater ia l s on the i ssues 
were also c o l l e c t e d . 
I n t h e s e c o n d round of the study a comprehensive 
questionnaire wasprepared , covering a l l the j s p e c t s e v e n 
minor issues which in ten t iona l ly or inadver tant ly were l e f t in 
the f i r s t round of the study. Apart from general i s sues , another 
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comprehensive quest ionnaire , t o study the job sa t i s fac t ion 
or otheiwise_anjang_:yie__fiiDplc¥ees was a l so prepared and d i s -
t r ibu ted to a sample size of 10^ of the employees of_Ba£apni, 
Gauhati and Mathura r e f i n e r i e s . The copies of the same 
questionnaire were sent to the Assam Oil Company, Digboi and 
Cochin Refinery Ltd, Cochin, t o co l l ec t informations. But to 
my u t t e r disappointment, they did not agree to provide inform-
at ions on questionnaire as none of them were re turned, ^_-. 
Besides these methods, published r e p o r t s , j ou rna l s , 
newspapers, books and house journa l s of the r e f i n e r i e s in 
general and uni ts operating under I.O.C. in p a r t i c u l a r were 
also consulted. They proved to be of much for the purpose of 
the study, 
SOURCES OF DATA 
As mentioned e a r l i e r , the data have been col lected from 
various sources. These sources include of f icers in the personnel 
department of the r e f ine r i e s and other re la ted departments. They 
agreed t o provide some data from t h e i r off ice records a l s o . 
Besides, some informations were a l so obtained from 
house journals and other published repor t s provided by these 
Officers , The remaining data were taken up from published 
r e p o r t s , books, newspapers and other s imi lar sources . 
Some other mat te r s , which have been used in the study, 
are e i the r based on ray own personal observat ions of the s i tua t ions 
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or on t h e c o n t a c t with t h e employees and i n t e r v i e w s with t h e 
union e x e c u t i v e s . 
RELIABILITY OF THE DATA 
So far as the r e l i a b i l i t y of t h e da ta c o l l e c t e d and 
used in t h i s study i s concerned, they have been co l l ec t ed from 
t h r e e / f o u r main sources v i z ; through pe r sona l i n t e rv i ews with 
t h e o f f i c e r s and union o f f i ce b e a r e r s , publ ished m a t e r i a l s 
provided by them and a l s o t h e publ i shed books, j o u r n a l s and 
newspapers e t c ; and t h e r e sponses c o l l e c t e d through ques t i on -
n a i r e from t h e employees of t h e r e f i n e r i e s and f i n a l l y my own 
o b s e r v a t i o n s ^ These a re such s o u r c e s , whose a u t h e n t i c i t y , in 
g e n e r a l , i s out of q u e s t i o n . Ever then t h e r e i s a p o s s i b i l i t y 
t h a t pe r sona l b i a s and p r e j u d i c e might have creptin__or_jthey 
might have t r i e d t o p a i n t up a b e t t e r p i c t u r e of t h e s t a t e of 
a f f a i r s for t h e reasons unknown t o me but we l l known t o them. 
^a^' LAYCXJT OF THE THESIS -frv-)V>'^  ^ J 
Techniques of layout p lanning had t o be adopted for 
t h e p r e s e n t a t i o n of the s t udy . ' F i r s t l y , a p i l o t model was 
p repared . But from p i l o t model t o f i n a l layout many minor 
and major m o d i f i c a t i o n s are g e n e r a l l y r equ i r ed t o be made. 
Some m a t t e r s a re t o t a l l y e l i m i n a t e d , some new t h i n g s a re 
i n c o r p o r a t e d . Anyhow t h e p r e s e n t shape t h a t could emerge out 
a f t e r a l l a d d i t i o n s and d e l e t i o n s , i s as fo l lows ; 
Di f fe ren t dimensions of t h e o i l economy of Ind ia have 
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presented in Chapter I so as t o h ighl ight the importance 
of o i l refining industry and i t s contr ibut ions towards various 
economic a c t i v i t i e s . Chapter I I i s concerned with manpower 
planning and sources of recrui tment . An account of recruitment 
policy as well as selection procedure hes also been taken in 
t h i s Chapter. . in Chapter I I I an indepth study on manpower 
development and t ra in ing programmes as organised by Vorious 
r e f i n e r i e s in general and r e f i n e r i e s operating under ICXD in 
p a r t i c u l a r has been presented. Chapter IV examines the condi-
t i on s o f _ s e i v i c e , Indus t r i a l Relat ions machinery and various 
other aspects of i n d u s t r i a l r e l a t i o n s as prevalent in the 
r e f i n e r i e s . Chapter V presents a discussion on the p o l i c i e s , 
procedures and problems of wage determination and employee 
compensation. Chapter VI i s fully devoted to the discussion 
of employee services and labour welfare amenties as provided 
in the r e f i n e r i e s . Chapter VII i s a l loca ted t o the ana ly t i ca l 
study on job sa t i s fac t ion among the employees in the r e f i n e r i e s . 
In the l a s t a summing up of the subject matter of the study 
along with au thor ' s comments and suggestions have been incorpor-
ated with a view to present a cbordinr-ted p ic ture of the study 
in hand. 
Since India gained freedom and pa r t i cu l a r l y during the 
l a s t th ree and half decades i n a u s t r i a l i s a t i o n has taken long 
s t r i d e s in the country^ the r e l a t i v e contr ibut ion of indust r ies 
t o the nat ional income and na t iona l economy has also increased 
subs t an t i a l l y . This has brought a f a s t e r movement of human 
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beings from the slow and l e i su r ly ag r i cu l tu ra l to the fast 
and competitive i ndus t r i a l l i f e . With the process of i ndus t r i -
a l i s a t i on a pe rs i s t en t move towards urbanisation has also been 
witnessed. This has changed the ways of living as well as of y 
earning a l iv ing . The work re l a t ionsh ip in the indus t r i a l 
sector has changed from a personal human to a dehumanised 
contractual one. The old idea of production as primarily a 
function of converting raw mater ia l s into finished products has 
yielded place t o the one tha t puts main emphasis on i t s human 
aspects . Adaptability t o t h i s change has proved to be a key-
note to the success of i n d u s t r i a l organisations in an ever 
changing indus t r i a l l i f e in which one choncje allows l i t t l e time 
t o s e t t l e down before another change gives signals for i t s 
a r r i v a l . The i ndus t r i a l management has t o take note of these 
chances and make preparat ions to meet these changes more than 
half Way. I t has also to take note of the aspi ra t ions of the 
main role players on t h i s s tage, namely the indus t r i a l workers. 
The indus t r i a l workers nov^  look at i n d u s t r i a l work far beyond 
t h e i r need t o make t h e i r primary physical and securi ty needs. 
Now the i ndus t r i a l work has become a v^ ay of l i f e for them. 
needs 
Therefore, i t has to sa t is fy t h e i r soc ia l , egoist ic/and need 
for self a c tua l i s e t i on , so t h a t work may give them a sense of 
accomplishment and an opportunity to a t t a in the highest order 
need when an individual becomes v^at he i s capable of becoming. 
I n d u s t r i a l work though var ied and innumerable in i t s wider 
spectrum, i s r e p e t i t i v e , monotonous and boring for most of the 
time so far as unskil led and semi-skil led jobs are concerned. 
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where as working g ive s a f e e l i n g of being i n t e g r a t e d i n t o t h e 
l a r g e r i n d u s t r i a l soc ie ty and of being use fu l t o t h e s o c i e t y 
by having something t o do and by having a purpose in l i f e . I t 
a l s o bege t s p e r s o n a l i t y d i s t u r b a n c e s end psychcmatic i l l n e s s , 
so f a r as u n s k i l l e d j obs are concerned. The re fo re , t h e t a s k 
of pe r sonne l manager vjould c o n s i s t more and more in formula t ing 
proper pe r sonne l p o l i c i e s and devis ing Ways and means by c r e a t -
ing work r e l a t i o n s h i p in v;hich work adjustment through e n r i c h -
ment in both m a t e r i a l s and human senses r e n d e r s a l l d i s s a t i s -
f a c t i o n s and f r u s t r a t i o n s extraneous and avoidable p a r t of 
i n d u s t r i a l work and h e l p s in e s t a b l i s h i n g and ma in t a in ing a 
s a t i s f i e d and contented work force for t h e e f f e c t i v e and 
e f f i c i e n t ope ra t ion of the unde r t ak ings . This i s a cha l l eng ing 
as w e l l as f r u s t r a t i n g t a sk before personnel managers , p o l i c y 
p l anne r s and t h e o r c a n i s a t i c n a l c h i e f s . 
IMPORTANCE OF PERSONNEL AWMGEMENT, POLICIES AND IRACTICES 
IN OIL REFINING INDUSTRY IK INDIA 
Personnel and hence personnel management, pe r sonne l 
p o l i c i e s and p r a c t i c e s are e s s e n t i a l l y an impor tan t pairt of 
every o r g a n i s a t i o n , p a r t i c u l a r l y when i t i s employing a huge 
workforce . The importance of personnel management i s h i g h l i g h t -
ed from t h e func t ions i t performs. I t i s worth ment ioning t h a t 
a l l o the r managements, l i k e Product ion , F inance , Market ing and 
Ma te r i a l s have t o d e a l with non- l iv ing c o n s t i t u e n t s of t h e 
bus iness o r g a n i s a t i o n s , whi le Personnel Management d e a l s with 
t h e l i v i n g i npu t f a c t o r . Moreover t h e f u n c t i o n a l a r e a s of o the r 
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managements are l imited to one department or the other; which 
personnel matters cut across the boundary of the whole of the 
organisa t ion , V/herever there are men engaged in cer ta in a c t i -
v i t i e s , the re w i l l be personnel funct ions . 
The importance of men and, the re fore , of personnel 
management i s fur ther highlighted from the fact t ha t even 
automated machinery needs a t l ea s t one person t o i n i t i a t e , s t a r t 
and control i t . The o i l refining industry, though highly auto-
mated by i t s na ture , i s employing considerably large number of 
people. The workers employed by the r e f ine r i e s range between 
2000 t o 3000 in each uni t , Indianoi l Corporation alone i s 
employing 32,000 people in i t s various u n i t s . And the larger 
the number of the people engaged in any oroanisa t ion, the great-
er and more var ied w i l l be the nature of the personnel problems. 
The s ignif icance of personnel problems and hence per-
sonnel management in r e f i ne r i e s i s highlighted fur ther due t o 
the reason t h a t the r e f i n e r i e s , because of the nature of t h e i r 
opera t ions , are put under the cctegory of process oreanisat ions, 
In process operat ional system, stoppage of work at one point 
leads t o the stoppage of work at so many other po in t s . For 
example i f the people working on pipel ines t r anspor t ing crude 
o i l go on s t r i k e , the en t i r e uni t s ge t t ing suppl ies throuch 
the p ipe l ines w i l l be stopped. Similarly work stoppage on 
products p ipe l ines w i l l r e s u l t into stoppage and d is loca t ion 
of a number of operat ions the l i f e wi l l be paralysed and the 
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whole lo t of things v/i l l become stand s t i l l . Moreover, 
r e f i ne r i e s do not produce only consuner's products, ra ther 
they supply chief lubr ican ts for running the wheels of other 
indus t r i e s . All the indus t r i e s are obliged t o the products of 
petroleum industry for t h e i r operat ions and t h e i r e f f i c ien t and 
effective operations larcely depend on o i l industry vherein 
e f f ic ien t and effect ive operct ions depends, in turn , on human 
resources employed'by t h i s industry . Human beings would be able 
t o contribute e f f i c ien t ly and ef fec t ive ly when they are provided 
with ample opportuni t ies for t h e i r a l l round development and 
sa t i s fac t ion . This could be poss ib le only when the organisat ions 
are aware of the basic p r inc ip le s of personnel management, have 
open minded and enlightened management, formulate viable per-
sonnel pol ic ies and follow f a i r labour p r a c t i c e s . 
Thus from the above discussions about the importance of 
petroleum products the importance of the Oil Industry and there-
fore, the importance of human resource responsible for running 
the industry i s fully h igh l igh ted . This requires adequate 
a t tent ion t o be paid towards human resource management which 
encompasses several functions l ike human resource planning, 
proper recruitment and se l ec t ion , human resource development, 
adequate wages and sa la ry , maintenance of harmonious i n d u s t r i a l 
r e l a t ions and employee services and labour welfare . For a l l 
these functions there must be well-defined and clear cut pol ic ies 
and guide l ines which should be appraised and reviewed per iod i -
cally t o ensure t h a t they are working properly. 
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Personnel Management i s t h a t part of management functions 
which i s primarily concerned vdth human r e l a t i ons within the 
organisat ion. I t s objective i s the maintenance of those r e l a t -
ionships on a basis which, by considerat ion of the well-being 
of the indiv iduals , enables a l l those engaged in the undertaking 
t o make t h e i r maximum personal contr ibut ion t o the effective 
working of tha t undertaking. 
This indicates t ha t Personnel Management i s that 
combination of some defined p r i n c i p l e s , val id techniques and 
set methods as well as procedures for organising and t rea t ing 
labour to t he i r maximum sa t i s f ac t i on and development as an 
individual and as the member of the group with an object to 
seek t h e i r best effor t for the utmost fulfilment of the object-
ives of the undertaking. 
Vlhile defining Personnel Management Edwin B. Flippo has 
divided a l l organisat ional functions into two broad categories 
v iz ; managerial functions and operat ive functions, and then 
various sub-categories of these two major categories have been 
out l ined. Final ly , Personnel Management has been defined as 
"the planning, organising, d i r e c t i n g , and control l ing of the 
procurement, development, compensation, in tegra t ion , maintenance 
and separation of human resources to the end tha t individual , 
organisat ional and soc ie t a l objec t ives are accomplished". 
The functional area of Personnel Management i s very wide. 
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This has been very well outlined by Flippo in h i s de f i n i t i on . 
I t s t a r t s from manpovjer planning, qoes through systematic 
recrui tment and mcintenance of labour force and continues t o 
perform the t a sks l ike employee development and t r a i n i n g program-
mes, determination of employee compensation, maintenance of 
employee records and appraisal of t h e i r performance for the 
purpose of promotion, demotion and t r ans fe r e t c . Employee 
se rv ices , soc ia l securi ty and establishment and maintenance of 
i n d u s t r i a l r e l a t i ons also come within the perview of personnel 
management. I t i s also responsible for the provision of good 
working conditions and health and safety measures t o maintain 
hea l tb and safety of the woxV^exs. 
Thus we see tha t the scope of personnel management i s 
qu i te comprehensive. I t performs not only staff and advisory 
functions r a the r l ine and supervisory tasks are a l so performed 
by t h i s department v;ithin i t s ov;n hierarchy. Therefore , 
personnel management encompasses both staff as v;ell as l ine 
funct ions . 
Po l ic ies are statements of organisat ions ove ra l l 
performance and i t s objectives in the various areas with which 
i t s operations are concerned, such as personnel, f inance, 
production, marketing and so on. Ah organisat ion or a unit or 
a department within an organisation functions toward these 
objectives or coa l s . One of the objectives of personnel 
department in an organisat ion, for ins tance, may be developing 
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competent and satisfied employees. To achieve such goals 
certain Guidelines are necessary. These guidelines are knovm 
as policies. 
Various areas relating to personnel policies are as 
under: 
1. Policy on hir ing of employees or recruitment 
pol icy. 
2 . Policy re la t ing to manpower development & HRD. 
3 . Policy on vyage issues and fringe bene f i t s . 
4 . Policy on terms and condit ions of employment. 
5 . I n d u s t r i a l Relat ions Policy. 
6. Policy pertaining t o labour welfare and employee 
s e rv i ce s . 
Personnel po l ic ies should be s t ab le , yet f lex ib le to 
meet changing condit ions. I t should be s table because i t tends 
t o create a sense of securi ty and removes the uncertainty tha t 
would otherwise hang over employees. I t v;ould, t he re fo re , be 
useful if the po l ic ies are formulated af ter a thorough analys is 
of a l l the informations ava i lab le . Pol ic ies should enunciate 
major pr inc ip les and not minute d e t a i l s . 
Pol icies are influenced by a number of f ac to r s , such 
as the culture of a p lan t , i t s technology, i t s business environ-
ment, i t s social and p o l i t i c a l environment, government l eg i s l a t i on , 
the extent of unionism, the a t t i t ude and values of labour and 
management and e t h i c a l points of view. But above a l l po l i c i e s 
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should r e fe l ec t "the goals and values of the organisa t ion" . 
Personnel policy i s not an i so la ted document but an in tegra ted 
par t of the overal l corporate policy and objectives of the 
company including other a reas . 
The ul t imate r e spons ib i l i ty for policy formulation 
and implementation r e s t s with the top management. I t i s not 
merely confined t o formulation and implementation rc ther i t 
goes beyond t o monitoring and control l ing a c t i v i t i e s a l s o . But 
while doing so middle level and lower level management should 
also be consulted and taken in to confidence. Their act ive 
cooperation has to be Sought, Even if the policy plans and 
proposals are i n i t i a t e d at the middle or any other l e v e l s , they 
cannot take the shape and form of a policy unless the concurrence, 
consent and the seal of the top management i s obtained. Regard-
ing personnel po l ic ies the top management i s dependent on the 
personnel department for put t ing forth personnel policy pro-
posals and suggest ions . 
Once a policy i s framed and implemented, the personnel 
department needs to monitor feed-back on i t s implementation 
from the actual administrators of the pol icy. All t h i s inform-
ation gathering and scrut iniz ing i s a time consuming process . 
But s t i l l the policy has to be evaluated in terms of i t s s a t -
isfying organisation requirements, i t s linkage with other 
po l i c i e s , procedures and p rac t i ce s , and f ina l ly i t s promotion 
of be t te r employer-employee r e l a t i o n s and concern for the 
«nployee*s career development. In evaluating pol icy , t op 
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management should be concerned with not only the implementers 
but also the people affected by i t and should have a channel of 
communication open for t h i s purpose. On the basis of inform-
at ions so obtained and the analysis of i t , top management could 
make changes t o align the policy with the organisa t ion ' s needs. 
Once i t i s evaluated, modified and f ina l i sed , i t has 
t o be wri t ten down and c i rcu la ted among a l l emplo^'ees in the 
form of a handbook for t h e i r awareness end knov/ledge. 
Procedures are the methods whereby the Organisation 
i s t o achieve i t s object ives stated in the po l i c i e s . They are 
usual ly set up by high level managers and carried out by the 
f i r s t l ine supervisors . The prac t ice i s what i s actually done 
in the organisation i . e . the process tha t t r a n s l a t e s the 
procedures i n to act ion. 
The o i l refining industry occupies an important place 
in the econony of India. I t i s one of the f ive most profitable 
industries of the country and makes substantial contribution to 
the national exchequer. I t produces a number of products which 
are varied in nature and are extremely important for our day to 
day l i f e . I t s contributions in the form of employment opportu-
n i t i e s are also great. Though the country had to import crude 
o i l as well as petroleum products for i t s domestic consumption, 
simultaneously i t has been earning foreign exchange by export-
ing crude and the products of this industry. But s t i l l the 
balance of trade as far as crude o i l and petrolsum products are 
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concerned, has not been p o s i t i v e . However, the overall 
contr ibut ions made the industry are highly appreciable. 
Personnel Management and hence Personnel, pol ic ies 
and prac t ices are e s sen t i a l ly an important part of every or-
ganisat ion to which o i l ref in ing industry and i t s various un i t s 
are not an exemption. The s ignif icance of pers(»inel problems 
and, therefore , personnel management, p o l i c i e s , procedures and 
prac t ices in r e f ine r i e s are conspicuous by t h e i r nature . Thus 
t h e i r constant appraisal and evaluation i s also worthwhile. 
Therefore, keeping in view a l l these issues a t h e o r i t i c a l frame-
work has also been developed along side c l i n i c a l analysis of the 
s i t ua t ions in the r e f i n e r i e s . 
I t i s cost increasing t o have too many people when they 
are not required and wo3^ also suffers when they are needed but 
not ava i lab le . ^Aanpower planning i s a process by which a firm 
ensures tha t i t has r ight number and the r igh t kind of people, 
at the r ight places, at the r igh t t ime, doing th ings for which 
they are most economically useful . As far as o i l refining uni ts 
are concerned, they are lacking such kinds of planning in the 
i n i t i a l stages but over the time they have gained adequate 
experiences. Though most of them have not ye t gone for very 
s c i e n t i f i c system and elaborate excercises for human resource 
planning l ike job analys is , job descr ip t ion and work measure-
ments but they have improved a lo t in the process assessment of 
the i r human requirements. 
Once manpower requirement i s estimated, the next step 
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eBployment t e s t s such as pre l iminary / f ina l interview, patterned/ 
non-patterned interview, pan e l / i nd iv idua l interview and s t ressed 
interview e t c . Employment t e s t s may a lso be of several types , 
such as i n t e l l i gence , apt i tude , i n t e r e s t and t rade t e s t s and so 
on so fo r th . 
Refineries require the candidates t o undergo only a few 
screening steps in the process of se lec t ion , such as wr i t t en t e s t 
of general as well as specif ic type, and then interview. They, 
genera l ly , do not go for a very elaborate method of se lect ion but 
in any case interviews make an e s s e n t i a l par t of every select ion 
process. The persons f inal ly selected have to undergo the process 
of physical examination before the Chief Medical Officer of the 
ref inery or a panel of doctors meant for t h i s purpose. Persons 
selected and found physically f i t are issued appointment l e t t e r s 
by the personnel department and f ina l ly placed on the job. 
Reference checking i s not very conmon as fa r as r e f i ne r i e s are 
concerned. 
I t i s rea l ly unfortunate that in our socie ty select ion 
and placement are not always done f a i r l y . In most of the cases 
nepotism and favouritism have been obsorved playing v i t a l r o l e . 
The role of bribery and other corrupt p rac t i ce s have a lso been 
found conspicuous by t h e i r nature and r e f i n e r i e s cannot be said 
t o be an exemption. If such kinds of soc ia l e v i l s could be 
overcome, t h a t would rea l ly be a noble s tep in the r ight direct iwn. 
After recruitment and select ion the next policy decision 
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which a t t r a c t s our a t t en t ion i s per ta in ing to human resource 
development and t r a in ing progratnnes. We are l iving in an age 
of rapid i n d u s t r i a l i s a t i o n and rapidly changing technology. 
Technological diange has led to the use of e lect ronic machines 
as also machine run by power and they are changing so fas t t h a t 
to-day ' s sk i l l ed becomes ignorant of tomorrow's change. Moreover, 
management techniques are also changing constantly with the 
chance in soc ia l outlook and value system in the society. Methods 
and techniques of decision making have also under gone subs tan t i a l 
changes. These changes have made continuous t ra in ing and man-
power development progranmes at a l l l eve ls imperative. Refining 
industry being highly mechanised, and using complicated machinery 
need to impart more and more extensive and intensive t r a in ing t o 
i t s employees. 
Broadly speaking t r a i n i n g can be imparted pre-job as well 
as post job. Under pre-job we can have apprenticeship t r a in ing 
and i n s t i t u t i o n a l t r a i n i n g , whereas under post-job we have on 
the job and ves t ibu le t r a i n i n g . In a l l kinds of t r a in ing several 
steps are generally involved. These s teps are iden t i f i ca t ion of 
t ra ining needs, examination of occupations chosen and t h e i r 
analysis , se lect ion and appra isa l of t r a i n e e s , se t t ing t r a i n i n g 
objectives, drawing a sy l labus , planning the t ra in ing programme, 
t ra in ing audit and follow-up. 
There are severa l methods of imparting t r a in ing some 
of which are common to both managerial and operat ives t r a in ing 
whereas r e s t are c lear ly demarcated. For example l ec tu re . 
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conference and discussion methods can be equally good for both 
managers and operatives whereas management game, in-basket 
technique, ro le play and s e n s i t i v i t y t r a in ing are exclusively 
meant for executives and managers. 
All r e f i ne r i e s are very large in t h e i r s izes and 
complex in t h e i r operat ions. They are ful ly aware of the import-
ance of human resource development and as a mark of i t they have 
already launched HRD programmes. Under these programmes the 
following aspects are generally covered: Role ana lys i s ; goal 
se t t ing and appra isa l ; Feed-back and counsell ing; recruitment 
and se lec t ion; succession planning; career planning; nanpcver 
planning and forecas t ing; job enricnment; Job designing and r e -
designing and ro le development. 
I t i s company's policy tha t inherent po t en t i a l of 
everyone should be developed for b e t t e r organisa t ional perform-
ance. As a r e s u l t of which each and every employee seeks t o 
develop h i s knowledge a t t i t u d e and s k i l l s and r e f i n e r i e s en-
courage and a s s i s t such e f fo r t s through formal and informal on-
the-job t r a i n i n g . For example, Indian Oil Corporation has e s t a b -
lished one t r a in ing centre in each ref inery , p ipe l ines d iv i s ion , 
marketing d iv is ion and also established a Management Academy at 
Haldia t o ca te r t o the t r a in ing needs of employees. These centres 
are imparting t ra in ing t o both off icers and s taff . The duration 
of t raining va r i es between one session to one year for d i f fe ren t 
kinds and types of t r a i n i n g . 
All these centres are fully equipped with a l l kinds of 
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aodern t r a in ing aids l ike audeovisual) over head pro jec tors , 
opaque p ro jec to r s , cinema pro jec to rs , v ideo-casse t t e s , tape 
recorders , T.V. s e t s and so on so for th . The methods adopted 
for imparting t ra in ing also range from lec ture method t o 
sens i t iv i ty t r a i n i n g . 
Apart from re f ine r i e s operating under IOC other 
r e f ine r i e s under BPCL, HPCL and those operating independently 
have adequate t r a in ing f a c i l i t i e s for t h e i r off icers as well as 
operat ives . On the whole t r a in ing inputs and t ra in ing outputs 
both have been found quite sa t i s fac tory in most of the r e f i n e r i e s . 
There can be no two opinions with respect to the 
u t i l i t y and usefulness of standing orders , ru les of d i s c ip l i ne 
and d isc ip l inary procedures and ac t ions , grievance procedure, 
t rade union a c t i v i t i e s , co l l ec t ive bargaining, j o i n t consul tat ion 
and a well defined promotion pol icy . Clear cut def ini t ion of 
various terms and condit ions of service wi l l not only help in 
minimising differences r a the r i t w i l l also help in es tabl i sh ing 
and maintaining i n d u s t r i a l peace and harmony. However, mere 
framing of ru le s and regu la t ions wi l l not be of much use unless 
there i s an understanding and a climate of mutual cooperat ion. 
I t has always been found tha t the ra te of c e r t i f i c a t i on of 
standing orders , framing the ru le s of d i s c ip l ine and se t t ing 
grievance procedure for the immediate redressa l of gr ievances, 
has been slow. Even the organisat ions , including r e f i n e r i e s , 
which have gone for such arrangement, do not r e a l i s e t h e i r 
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inportance as a r e su l t of vttiich ne i the r the employers no the 
enployees follow them in t rue s p i r i t . This i s some times due 
t o indifference in t h e i r a t t i t ude and sometimes because of 
ignorance, the former part of which could be avoided by bringing 
a t t i t u d i n a l change in them and the l a t t e r by educating them. 
The exis tence of an enlightened, strong and t ru ly 
representa t ive union, making i t feas ible t o negot ia te and 
bargain with the management and come to an agreement on c ruc i a l 
i s sues , need not be over emphasized. Though the r e f i n e r i e s , in 
general , have more than one union leading to m u l t i p l i c i t y , caus-
ing in ter-union r iva l ry but s t i l l they could develop consensus 
on cer ta in common i s sues . The various recognised unions could 
make i t feas ib le t o enter in to co l lec t ive bargaining v i s - a - v i s 
t h e i r management and several short and long term agreements could 
be signed. 
Like other organisat ions almost a l l r e f i ne r i e s do have 
some kind of promotion policy wherein well defined promotic«n 
c r i t e r i a have been la id down. Promotions could be given e i t h e r 
ent i re ly on sen ior i ty or en t i r e ly on meri t , but both of them 
have cer ta in s t rength and weaknesses as a r e su l t of which even 
if they are acceptable t o one party, they are not acceptable t o 
the other. Hence, a compromising formula could be evolved by 
combining both of them. But s t i l l the problems involved in 
giving promotions are not over. The reason i s t h a t sen io r i ty 
can be calculated eas i ly but f a i r application of merit par t of 
i t i s rarely found. No s c i e n t i f i c techniques of merit ra t ing 
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have ever been applied. Mostly subject ive judgement of the 
boss in the form of confident ia l report (CR) i s a coramon bas i s , 
where chances of creeping in personal b ias and prejudice, 
favouritism and nepotism and p o l i t i c a l push and pu l l are always 
t h e r e . Halo-effect in managerial assessment process can also 
be hardly eliminated. Under such a s i t ua t i on poss ib i l i t y of 
d i s - s a t i s f a c t i o n as compared to s a t i s f ac t i on i s always g rea t e r . 
These are the reasons why pranotion issue has always been a major 
cause of individuals d i s sa t i s f ac t ion and i n d u s t r i a l disputes 
consequent upon i t . One of the reasons why t r ade unionis ts 
i n s i s t on senior i ty ra ther than on merit i s inherent in t h i s 
weakness. 
The term WPM/joint consultat ion has increasingly been 
popularised over the years , A considerably large member of 
ccMnmittees and councils were set up though t h e i r number were 
lesser than they were required. Refineries have also set up 
such committees and councils but as fa r as t h e i r working and 
effect iveness are concerned, they were a dismal f a i l u r e . The 
reasons behind t h e i r unsuccessful operations may be a t t r ibu ted t o 
3ack of consciousness and s incer i ty as also t o indi f ferent a t t i -
tudes of the oaployers, management and the workers. If taken 
seriously and s incere ly , they could have gone a long way in 
minimising differences and conf l i c t s and thereby harmonising 
indus t r i a l r e l a t i o n s , 
AS far as standing orders and grievance procedures are 
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concerned all the r e f i n e r i e s have ce r t i f i ed standing orders 
of t h e i r own which regula te employment r e l a t ionsh ip . They 
also ua in ta in a well la id down grievance procedure for the 
speedy redressa l of individual and group gr ievances. 
Wage and salary administrat ion i s one of the most 
important operative functions of personnel Banagement, This 
concerns with the problem of how much the employees should 
be paid in re turn of t h e i r services rendered t o the organis-
at ion, the solution of which general ly l i e s on the thorough 
analysis , of a l l those fac tors which affect such remuneration. 
•Wages* have been defined as the a9gregate earnings of an 
employee for a given period of time such as a day or a week 
and are equal t o the product of a piece ra te times the 
number of pieces or an hourly r a t e times the number of hours, 
plus any premium or bonus earned, while ' s a l a r y ' i s compens-
at ion to an CTjployee for personal services rendered on weekly, 
monthly or annual b a s i s . 
There are two types of wages; nominal wage and r e a l 
wage. With respect t o t h e i r soc ia l purposes wages can also 
be c lass i f ied as minimum wage, l iving wage and f a i r wage. 
Methods adopted for the payment of wages could be time r a t e 
or piece r a t e . The bas ic p r inc ip les of wage payment consider 
several factors as inf luencers while determining the wages. 
These factors are : labour l e g i s l a t i o n s , labour market, 
geographical locat ion. Cost of l iving index, wage l eve l , 
ab i l i ty to pay, product iv i ty , a t t r ac t ion and re tent ion of 
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empleyees and c o l l e c t i v e bargaining. 
Employees in general* are in t e res t ed in in t e rna l 
as well as ex te rna l consistency in the payment of wages. 
External consistency implies tha t the employees are paid 
equally for the same k i rd s of job as compared to the workers 
performing s imi lar jobs in the same industry operating in the 
same region. VHhile i n t e r n a l consistency wants . t o achieve 
equali ty in payment for s imi la r jobs within the organisation 
AS far as ex te rna l consistency i s concerned i t could be 
achieved through wage surveys where as the maintenance of 
inteimal consistency require a thorough job analysis and job 
evaluat ion. There are two major methods of job evaluation 
and each of them have two off shoots. They are q u a l i t a t i v e 
and quant i t a t ive methods. Under the former method we have 
simple ranking and grading/job c lass i f i ca t ion methods and 
under the l a t t e r we have the point syst^n and the fac tor -
conparision system. 
So fa r as t he question of wage and salary determin-
ation in various r e f i n e r i e s i s cwicerned i n i t i a l l y i t was 
done a r b i t r a r i l y but with the growth of labour unions, t h e i r 
r eg i s t r a t i on and recognit ion most a l l the contractual issues 
are s e t t l e d through mutual negot ia t ions end co l l ec t ive bargain-
ing. While enter ing in to agreements they t ry t o take i n to 
considerai;»tall those fac tors which are necessary t o maintain 
external as well as i n t e r n a l ccvisistencies in the payment of 
wages, though they never under took the comprehensive job 
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evaluation exerc i ses . 
By the agreement current ly in operation the biggest 
o i l corporation (IOC) has c l a s s i f i ed i t s workmen in to eight 
grades (I to VIII) whereas off icers have been put into nine 
grades *A' t o ' l l Their scales of pay vary between Rs. 1050-
50-1750-60-2110 for »A' grade t o Rs. 4000-125-4500 f o r ' l ' g r a d e 
in case of o f f i ce r s . For workmen the scales of pay vary 
between Rs. 421-11-542-710 for grade I t o Rs. 700-30-1000-36-
1144-45-1459-50-1659 for grade VII I . 
Apart from scales of pay they are also paid various 
types of allowances such as D.A., A.D.A. or var iab le deamess 
allowances. They are paid other kinds of allowances under 
fringe benef i t s . These benef i ts include c i ty compensatory 
allowances, house rent allowance, house rent subsidy sh i f t 
allowance, washing allowance, free t e a / t e a allowance, specia l 
allowance, pa t ro l l ing allowance, cash handling allowance, 
tanker allowance, refereshment allowance, conveyance to blind 
and handicapped employees, compensatory Hill-cum-Winter 
allowance, non-pract is ing allowance, heavy equipment allowance, 
t r ve l l i ng allowance, da i ly allowance, dai ly allowance, d i s -
placement allowance, t r a n s i t allowance and s e t t l i n g allowance. 
They also avai l leave t r a v e l concession, incent ive for 
acquiring addi t ional qua l i f i c a t i ons , long service awards -
various kinds and types of leaves l ike CL,EL, SEL, s ick , 
maternity, special casual e t c . 
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Cochin and other r e f ine r i e s are also following 
more or less the same p a t t e r n . Refineries in general are 
considered t o be the good pay masters. They are also in a 
posit ion to provide var ious types of fringe benef i ts and 
incentives to t h e i r workmen. 
The r e f ine r i e s in general can afford and are in 
a be t t e r posi t ion to maintain and even improve remunerations 
and compensation for t h e i r employees because they are making 
huge p ro f i t s and p ro f i t wise they are soroevrfiere (within f ive ) 
on the top among a l l Indian i n d u s t r i e s . 
The s ignif icance of employee welfare and employee 
services i s evident from the fact t h a t ava i l ab i l i t y of such 
f a c i l i t i e s benefi t the employee and at the same time t o the 
employer. They are based on mutuality p r inc ip l e s . For 
employees they are an aid t o t h e i r a l l round sa t i s fac t ion and 
well being and in tu rn they ind i r ec t ly help the employer in 
ra is ing the product ivi ty of the organisat ion. By providing 
welfare amenities and ^nployee services the management may 
also be able to discharge a par t of i t s respons ib i l i ty towards 
the society. At t he same time management also t r i e s t o f u l f i l 
i t s legal obl igat ions as imposed upon by the Fac tor ies Act 
1948. 
Thus employee welfare services have been broadly 
c lass i f ied into two ca tegor ies , v iz ; s ta tutory and non-
statutory (voluntary) or intra-mural and extra-mural (Those 
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which are provided within the premises of the undertaking 
and those provided out-s ide the organisa t iona l premise). 
Looking at t h e i r importance and a lso because of 
lega l obl igat ions a l l the refinerAds in the Indian Oil 
industry have done a lo t in the f ie ld of employee welfare 
and employee se rv ices . So far as the obligatory heal th and 
safety provisions are concerned, apart from s ta tu tory r e q u i r e -
ments, the policy of the industry i s t o be very cautious and 
careful as the industry having inflammable products i s highly 
f i r e prove, hence f i r e f ight ing provisions and safety from 
f i r e i s extremely important and the company takes f u l l care 
of i t . Since refining machinery and equipments are also very 
complicated, the chance of accidents taking place i s much 
g r e a t e r . That ' s why the management of the r e f i n e r i e s have 
provided a l l kinds of protec t ive equipments to t h e i r employers. 
I t i s surpr is ing tha t by not r i s i ng these appliances and 
equipments and also by avoiding safety measures they expose 
themselves t o accidents . Such kinds of avoidance behaviour 
on the par t of the workers have been commonly repor ted . 
The management of the r e f i n e r i e s have also taken care 
for providing amenities s t a t u t o r i l y required such as pro-
vis ion of canteen, drinking water , l a t e r i n e s and u r i n a l s , 
sp i t toons , bathing and washing f a c i l i t i e s , r es t rooms and 
r e s t s h e l t e r s and so on. so far as c leanl iness i s concerned, 
i t i nv i t e s a t tent ion of the people responsible for . 
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Regarding non-s ta tutory welfare services the 
managements of the r e f i n e r i e s fdlow the philosof*iy of 
providing maximum possible f a c i l i t i e s to t h e i r employees. 
The idea behind such policy i s t o share t h e i r personal 
problems and as far as poss ible allow them t o be re l ieved 
from basic family problem l ike housing accommodation, medical 
care, educational f a c i l i t y for t h e i r chi ldren, provision of 
recrea t iona l f a c i l i t i e s , t r anspor t a t ion t o and from the place 
of work and also providing necessary commodities at f a i r 
prices and through cooperative s t o r e s . 
On the vdiole provisions of employee services both 
s tatutory and non-sta tutory have been found t o be qui te s a t -
isfactory in almost a l l the r e f i n e r i e s , Bgt s t i l l there i s 
always scope for more and b e t t e r f a c i l i t i e s and further 
improvement in exist ing ones . 
The present study on job s? t i s f ac t ion among the 
employees of the r e f i ne r i e s was conducted as a supplement as 
well as complement of the main study. The purpose of t h i s 
study was to t e s t the e f fec t iveness of personnel p o l i c i e s , 
procedures and prac t ices vrfiich are d i r ec t l y associated with 
employees sa t i s fac t ion and d i s s a t i s f a c t i o n . Though, there 
are several off-the-job fac to r s which a lso contribute to the 
degree of sa t i s fac t ion and d i s s a t i s f a c t i o n , the job re la ted 
factors def ini te ly play a v i t a l r o l e . I t i s , where the 
management can work as a pace s e t t e r . The role of the manage-
ment in solving employees* personal problems and thereby 
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re l iev ing them from various kinds of family problems/troubles, 
in many ways, need not be over emphasised. Social r e l a t i o n s tf>d 
consequent soc ia l problems are also e s s e n t i a l par t of a man's 
l i f e t o which r e f i n e r i e s are not an exception. Therefore, they 
also deserve f u l l a t t en t i on . 
In view of the above f a c t s , the study was based mainly, 
on four major job sa t i s fac t ion dimensions t h a t are invariably 
used as parameters. They encompass various on-the-job as well 
as off- the-job factors affecting ind iv idua ls e i t h e r d i r ec t l y or 
i n d i r e c t l y . 
Tested on these parametres the employees of Barauni, 
Gauhati and Mathura r e f ine r i e s were found s a t i s f i e d to t h e 
extent of 65.6Slt, 70.556 and 57.2?9 respect ive ly whereas an over 
a l l s a t i s f ac t ion level was se t at 64.5;^. Though some respondents 
did not have c lea r perception of cer ta in issues but s t i l l a sub-
s t a n t i a l portion of the workforce has been found d i s s a t i s f i e d . 
The data on the extent of d i s s a t i s f ac t i on level per taining t o a l l 
the th ree r e f ine r i e s as well as t h e i r combined effect are as 
follows: Barauni 27.63$, Gauhati 23.7%, Mathura 35.03^ and over a l l 
28,7,'^, SO categor ical ly the level of d i s s a t i s f a c t i o n i s highest 
in Mathura and lowest in Gauhati where as Barauni i s somewhere in 
between. Hence i t i s advisable tha t the managements of r e f i ne r i e s 
in general and tha t of Mathura ref inery in p a r t i c u l a r should 
review t h e i r po l i c i e s and p r a c t i c e s . Since most of the po l i c i e s 
pa r t i cu la r ly personnel po l ic ies are common t o a l l of them v a r i a -
t ions in the extent of sa t i s fac t ion and d i s sa t i s f ac t ion are more 
a question of procedures and p r a c t i c e s than of po l i c i e s . Hence 
g rea te r a t ten t ion has t o be paid towards applicat ion side than 
po l ic ies formulation s ide . 
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I N T R O D U C T I O N 
INTRODUCTION 
Since Ind i a ga ined freedom and p a r t i c u l a r l y d u r i n g t h e 
l a s t t h r e e and h a l f decades, i n d u s t t r i a l i z a t ion h a s t aken 
long s t r i d e s i n the c o u n t r y . The r e l a t i v e c o n t r i b u t i o n of 
i n d u s t r i e s t o t h e n a t i o n a l income and n a t i o n a l economy h a s 
a l s o i n c r e a s e d s u b s t a n t i a l l y . This h a s b rough t a f a s t e r 
movement of hunan be ings from the slow and l e i s u r l y a g r i c u l -
t u r a l t o the f a s t and compe t i t i ve i n d u s t r i a l l i f e . With t h e 
p r o c e s s of i n d u s t r i a l i z a t i o n a p e r s i s t e n t move towards 
u r b a n i s a t i o n has a l s o been w i t n e s s e d . This has changed t h e 
ways of l i v i n g as w e l l as of e a r n i n g a l i v i n g . The work 
r e l a t i o n s h i p in t h e i n d u s t r i a l s e c t o r has changed from a 
p e r s o n a l human t o a dehumanised c o n t r a c t u a l one . The o ld idea 
of p r o d u c t i o n as p r i m a r i l y a f u n c t i o n of c o n v e r t i n g raw 
m a t e r i a l s i n t o f i n i s h e d p r o d u c t s has y i e l d e d p l a c e t o t h e 
ene t h a t p u t s main emphasis on i t s human a s p e c t s . A d a p t a b i l i t y 
t o t h i s change has proved to be a k e y - n o t e t o t h e s u c c e s s 
of i n d u s t r i a l o r g a n i z a t i o n s in an eve r changing i n d u s t r i a l 
l i f e i n which one change a l lows l i t t l e t ime t o s e t t l e down 
b e f o r e ano the r change g i v e s s i g n a l s for i t s a r r i v a l . The 
i n d u s t r i a l management has t o t a k e no te of t h e s e changes and 
make p r e p a r a t i o n s t o meet these changes more than h a l f way. 
I t has a l s o t o t a k e n o t e of the a s p i r a t i o n s of t h e main r o l e 
p l a y e r s on t h i s s t a g e , namely the i n d u s t r i a l w o r k e r s . The 
i n d u s t r i a l workers now look a t i n d u s t r i a l work f a r beyond 
t h e i r need t o make t h e i r pr imary p h y s i c a l and s e c u r i t y n e e d s . 
i i 
Now the indust r ia l work has become a way of l i f e for them. 
Therefore, i t has t o satisfy the i r social , egoist ic and 
need for self ac tual isa t ion, so tha t work may give them a 
sense of acccxnplishment and an opportunity to a t t a in the 
highest order need when an individual becomes what he is 
capable of becoming. Industr ial work though varied and 
innumerable in i t s wider spectnan, i s repe t i t ive , monotonous 
and boring for most of "tiie time so far as unskilled and 
semi-skilled jobs are concerned. Where as working gives a 
feeling of being integrated into the larger . industrial 
society and of being useful to the society by having something 
to do and by having a purpose in l i f e . I t also begets 
personali ty disturbances and psychomatic i l l ness , so far 
as un-skilled jobs are concerned. Therefore, the task cf 
personnel manager would consist more and more in foimulating 
proper personnel policies and devising ways and means by 
creating work relat ionship in which work adjustment through 
enrichment in both material and human senses renders a l l 
d issat isfact ions and frustrations extraneous and avoidable 
^ar t of industr ia l work and helps in establishing and 
maintaining a sa t is f ied and contented work force for the 
effective and eff ic ient operation of the undertakings. This 
i s a challenging as well as frustrat ing task before personnel 
managers, policy planners and the organizational chiefs . 
i i i 
IMPORTANCE OF PERSONNEL MANAGEMENT, POLICIES AND PRACTICES IN 
OIL REFINING INDUSTRY IN INDIA 
Personne l and hence Pe r sonne l Management, p e r s o n n e l 
p o l i c i e s a r e p r a c t i c e s a r e e s s e n t i a l l y an i m p o r t a n t p a r t of 
eve ry o r g a n i z a t i o n , p a r t i c u l a r l y when i t i s employing a huge 
work fo rce . They a r e n o t conf ined t o i n d u s t r i a l concern a l o n e ; 
r a t h e r they a r e e q u a l l y u s e f u l f o r Government Depar tments , 
M i l i t a r y o r g a n i z a t i o n s and n o n - p r o f i t i n s t i t u t i o n s . 
The importance of pe r sonne l management i s h i g h l i g h t e d 
from the func t i ons i t pe r fo rms , i t i s worth ment ioning t h a t 
a l l o t h e r managements, l i k e P r o d u c t i o n , F inance ,Marke t ing 
and M a t e r i a l s have t o d e a l w i th n o n - l i v i n g c o n s t i t u e n t s of 
t h e b u s i n e s s o r g a n i z a t i o n s , whi le P e r s o n n e l Management d e a l s 
w i t h t h e l i v i n g i n p u t f a c t o r . Moreover t h e f u n c t i o n a l a r e a s 
of o t h e r Management a r e l i m i t e d t o one Department o r t he 
o t h e r ; Pe r sonne l m a t t e r s c u t a c r o s s the boundary of t h e 
whole of t h e o r g a n i z a t i o n . Wherever t h e r e a r e men engaged 
in c e r t a i n a c t i v i t i e s , t h e r e w i l l be pe r sonne l f u n c t i o n s . 
The impor tance of men and, t h e r e f o r e , of perscs ine l 
management i s f u r t h e r h i g h l i g h t e d from t h e f a c t t h a t even 
automated machinery needs a t l e a s t one pe r son t o i n i t i a t e , 
s t a r t and c o n t r o l i t . I h e o i l r e f i n i n g i n d u s t r y , thouc^ 
1 , Singh B.V.& Saran A.K., I n d u s t r i a l Labour i n I n d i a , 
Asian P u b l i s h i n g House, Bombay, 1960, p , 4 6 8 . 
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highly automated by i t s nature, is employing considerably 
large nuitiber of people. The workers employed by the ref iner ies 
range between 2000 to 3000 in each uni t , Indian Oil Corpora-
tion alone i s employing 32,000 people in i t s various u n i t s . 
And the larger the number of the people engaged in any 
organization, the greater and more varied wi l l be the nature 
of the personnel problems. 
The significance of personnel problems and hence 
personnel management in ref iner ies is highlighted further 
due to the reason that the ref iner ies , because of the nature 
of the i r operations, are put under the category of process 
organizations, in process operational system, stoppage, 
bottleneck or interruption a t one point leads to the 
stoppage of work a t so many other points . For example if 
the people working on pipelines transporting crude o i l go 
on s t r ike , the ent i re units gett ing supplies through the 
pipelines will be stopped. Similarly work stoppage on 
products pipelines will r e su l t into stoppage and dislocation 
of a number of operations,the l i f e will be paralysed and the 
whole lot of things will become stand s t i l l . Moreover, 
ref ineries do not produce only consximer's products, rather 
they supply chief lubricants for running the wheels of 
other indust r ies . All the industr ies are obliged to the 
products of petroleum JLndustry for their operations and 
their efficient and effective operations largely depend on 
oil industry where efficient and effective operations 
depend, in turn, on human resources employed by this industry, 
Human beings would be able to contribute efficiently and 
effectively when they are provided with ample opportunities 
for their all roxind development and satisfaction, T!his could 
be possible only when the organizations are aware of the 
basic principles of Personnel Management, have open minded 
and enlightened management, formulate viable personnel 
policies and follow fair labour practices. 
Apart from various industries, automobiles, railways 
and aeroplanes all are obliged to this industry for their 
movement. Kerosene is used for illuminating crores of houses 
and also for cooking food. Similarly LPG is also tised for 
cooking, particularly in urban areas. In short today's 
man is living in an era of oil, for the simple reason that 
petroleum products cannot be easily withdrawn from his 
daily life without causing a lot of inconvenience. 
Thus from the above discussions about the importance 
of petroleum products the importance of the Oil Industry 
and therefore the importance of h\iman resources responsible 
for running the industry is fully highlighted. This requires 
adequate attention to be paid towards human resources 
management which encompases several functions like human 
v i 
resource planning, proper recrui tment and s e l e c t i o n , human 
resource development, adequate wages and s a l a ry , maintenance 
of harmonious i n d u s t r i a l r e l a t i o n s and employee se rv ices 
and labour welfare . For a l l these fianctions there must be 
wel l -def ined and c lea r cu t p o l i c i e s and guidel ines^ which 
should be appraised and reviewed pf^riodically to ensure 
t h a t they a r e working p rope r ly . 
CC^CEPT AND SCOPE OF PERSONNEL MANAGEMENT 
personnel Management i s t h a t p a r t of management 
functions which i s pr imari ly concerned with human r e l a t i o n s 
within the organiza t ion . I t s object ive i s the maintenance of 
those r e l a t i o n s h i p s on a bas i s whidi , by cons idera t ion of 
the well-being of the i nd iv idua l s , enables a l l those 
engaged in the undertaking t o make "tiieir maximxm personal 
cont r ibu t ion t o the e f f ec t ive working of t h a t undertaking. 
This ind ica t e s t h a t Personnel Management i s the 
combination of some defined p r i n c i p l e s , v a l i d tecdiniques 
and s e t methods as well as procedures for organising and 
t r e a t i n g labour t o t h e i r maximum s a t i s f a c t i o n and 
development as an ind iv idua l and as the member of the 
group with an object t o seek t h e i r best e f f o r t for the 
utmost fulf i lment of the objec t ives of the undertaking. 
v i i 
While defining- Personnel Management Edwin B, Flippo 
has divided a l l o rgan iza t iona l functions i n t o two broad 
ca tegor ies v i z ; managerial functions and operat ive funct ions , 
and then various sub-ca tegor ies of these two major ca tego-
r i e s have been out l ined . F ina l ly , Personnel Management has 
been defined as "the planning, organis ing, d i r e c t i n g , and 
con t ro l l i ng of the procurement, development, con^jensation, 
i n t eg ra t i on , maintenance and separat ion of human resources 
t o the end t h a t ind iv idua l , o rganisa t iona l and s o c i e t a l 
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object ives a r e accomplished". 
Manpower i s the most important input for any business 
or indus t ry . I t i s one of the 5 Ms; namely: 
(a) Manpower; 
(b) Machine; 
(c) Money; 
(d) Ma te r i a l s ; and 
(e) Methods 
Manpower i s the only a s s e t of the o rgan i sa t ion which 
apprec ia tes through use while o thers l i k e machinery, 
mater ia ls and money d ep rec i a t e . Thus i t should be used 
caut iously and appropr i a t e ly . 
Pay, allowances, overtime e t c . are the opera t iona l 
needs for t he manpower l i k e p e t r o l and o i l for the automobiles, 
2 . Edwin B, Flippo, Personnel Management. McGraw-Hill 
Kogakusb Ltd, 1980, p . 5 . 
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Welfare schemes, medical, housing, recreational facilities 
and personality development through training, sports, social 
and cultural activities are like perodic repairs, annual 
repairs and overhauls to an automobile. A personnel manager 
should care for both operational as well as repair needs of 
the people in the organization as a plant manager cares for 
his plant and machinery. Only then the manpower will 
appreciate, A successful manager must try to manage men 
tactfully because management itself is. basically the task 
of managing men as it is obvious from the analysis given 
here. "MANA3EMENT" in fact, is MANAGE-MEN-T ACT FULLY. 
The functional area of Personnel Management is very 
wide. This has been very well outlined by Flippo in his 
definition. It starts from manpower planning, goes through 
systematic recruitment and maintenance of labour force and 
continues to perform the tasks like employee development 
and training programmes, determination of employee compen-
sation, maintenance of employee records and appraisal of 
,their performance for the purpose of promotion, demotion 
and transfer etc. Employee services, social security and 
establishment and maintenance of good industrial relations 
also come within the perview of personnel management. It 
is also responsible for the provision of good working 
conditions and health and safety measures to maintain health 
and safety of the workers. 
Ix 
Thias we s e e t h a t t h e scope of p e r s o n n e l management 
i s qxiite comprehens ive . I t performs no t only s t a f f and 
a d v i s o r y func t ions r a t h e r l i n e and s u p e r v i s o r y t a s k s a r e 
a l s o performed by t h i s Department w i t h i n i t s own h i e r a r c h y . 
T h e r e f o r e , pe r sonne l management enccxnpasses botii s t a f f as 
we l l a s l i n e f u n c t i o n s . 
PERSONNEL POLICIES/ PROCEDURES AND PRACTICES 
P o l i c i e s a r e s t a t e m e n t s of o r g a n i z a t i o n s ' o v e r a l l 
performance and i t s o b j e c t i v e s in the v a r i o u s a r e a s wi th 
which i t s o p e r a t i o n s a r e concerned , such as p e r s o n n e l , 
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f i n a n c e , p r o d u c t i o n , marke t ing and s o on. An o r g a n i z a t i o n 
o r a u n i t or a depar tment w i t h i n an o r g a n i z a t i o n f u n c t i o n s 
toward t h e s e o b j e c t i v e s or g o a l s . One of t h e o b j e c t i v e s of 
p e r s o n n e l depar tment in an o r g a n i z a t i o n , f o r i n s t a n c e , may 
be deve lop ing competent and s a t i s f i e d employees . To a c h i e v e 
such g o a l s c e r t a i n g u i d e l i n e s a r e n e c e s s a r y . These g u i d e l i n e s 
4 
a r e known as p o l i c i e s . There may be f i n a n c i a l p o l i c i e s , 
p r o d u c t i o n p o l i c i e s , marke t ing p o l i c i e s and so a l s o 
pe r sonne l p o l i c i e s . Thus p e r s o n n e l p o l i c i e s a r e g u i d e l i n e s 
t o a l l employees i n c l u d i n g t h e pe r sonne l depar tment s t a f f . 
The p o l i c y documents g e n e r a l l y s t a r t wi th a s t a t e m e n t of 
3 , K.K, Mehra, I n t e g r a t e d pe r sonne l Management, Lok Udyog, 
September, 1971, p , 5 6 1 , 
4 , Joseph M. D u t t i , P e r s o n n e l - The Management of Secur ing 
and Ma in t a in ing t h e Workforce, S. Chand & Co, L t d . , 
New D e l h i , 1980, p , 1 5 . 
the broad objectives of the management and i t s philosophy 
of establishing a mutuality of in teres ts with i t s employees 
for greater cooperation, 
— Policies are basic rules to govern the f uncticaiing 
of a department/unit so that in t he i r implementation, 
the desired objectives are met. I t i s a "guide" to 
decis ion-making. 
— Policies are used as a control mechanism in order 
to res t ra in managers from undesirable actiCHi or 
from mishandling s i tua t ions . 
— Policy guidelines can be issued to routini^e 
decision-making whenever "standard decisions" are 
involved i . e . those that are repeated,given the 
same s i tua t ion. 
Various areas re la t ing to personnel pol icies are 
as under: 
1, Policy on hiring of employees or recruitment 
policy, 
2, Policy on terms and conditions of employment, 
3, Policy on wage issues and fringe benef i t s . 
4, Policy relat ing to manpower development & HRD, 
5, Industr ia l Relations policy, 
6, policy pertaining to labour welfare and employee 
services . 
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personnel policies should be s tab le , yet flexible to 
meet changing conditions. I t should be stable because i t 
tends to create a sense of security and removes the vmcer-
ta inty that would otherwise hang over employees. I t would, 
therefore, be useful if the policies are formulated a f te r a 
thorough analysis of a l l the informations available, 
policies should enunciate major principles and not minute 
d e t a i l s . 
Policies are influenced by a number of factors, such 
as the culture of a plant, i t s technology, i t s business 
environment, i t s social and po l i t i ca l environment, government 
legis la t ion, the extent of unionism, the a t t i tude and 
values of labour and manag«t\ent and e th ica l points of view. 
But above a l l policies should ref lec t "the goals and values 
of the organization". Persoxmel policy is not an isolated 
document but an integrated par t of the overall corporate 
policy and objectives of the company inclxiding other areas . 
The ultimate responsibi l i ty for policy formulation 
,and implementation res ts with the top management. I t is not 
merely confined to formulation and implementation rather i t 
goes beyond to monitoring and controlling a c t i v i t i e s a l so . 
But while doing so middle level and lower level management 
shoul4 also be consulted and taken in to confidence. Their 
active cooperation has to be sought. Even if the policy 
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plans and proposals are in i t i a ted a t the middle or any 
other levels , they cannot take the shape and form of a 
policy unless the concurrence, consent and the seal of the 
top management i s obtained. Regarding personnel policies 
the top management i s dependent on the personnel department 
for putting forth personnel policy proposals and suggestions. 
Once a policy i s framed and implemented, the personnel 
department ne-^ds to monitor feed-back on i t s implementation 
from the actual administrators of the policy. All thl5 
information gathering and scrutinizing is a time consuming 
process. But s t i l l the policy has to be evaluated in terms 
of i t s sat isfying organization requirements, i t s linkage 
with other pol ic ies , procedures and pract ices , and f inal ly 
i t s promotion of be t t e r employer-employee re la t ions and 
concern for the employee's career development. In evaluating 
policy, top management should be concerned with not only the 
implementers but also the people affected by i t and should 
have a channel of communication open for this purposes, 
on the basis of informations so obtained and the analysis 
•of i t , top management could make changes to align the policy 
with the organization's needs. 
Once i t is evaluated, modified and finalised, i t has 
..to be writ ten down and circulated among a l l employees in the 
x i i i 
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form of a handbook fo r t h e i r awareness and knowledge. 
P rocedures a r e t h e methods whereby t h e o r g a n i z a t i o n 
i s to a ch i eve i t s o b j e c t i v e s s t a t e d in t h e p o l i c i e s . They 
a r e u s u a l l y s e t up by h igh l e v e l managers and c a r r i e d o u t 
by t h e f i r s t l i n e s u p e r v i s o r s . The p r a c t i c e i s vrfiat i s 
a c t u a l l y done i n the o r g a n i z a t i o n i . e . t h e p rocess t h a t 
t r a n s l a t e s t h e p r o c e d u r e s i n t o a c t i o n . The s u c c e s s of any 
o r g a n i z a t i o n h inges on how f a r i t s p r a c t i c e s c a r r y out i t s 
i n t ended g o a l s . However, peop l e a t t h e bot tom of t h e 
management r e s p o n s i b i l i t y can no t be expec ted t o meet t h e 
o r g a n i s a t i o n ' s o b j e c t i v e s u n l e s s they have a s e t of workable 
p rocedu re s t o fo l low. I t i s t h e r e s p o n s i b i l i t y of t he middle 
management e x e c u t i v e s . The middle management e x e c u t i v e s in 
t u r n can no t d e v i s e workable p rocedures excep t on t h e b a s i s 
of t he p o l i c y d i r e c t i v e s and o t h e r gu idance p rov ided by t h e 
top management. I n t h e f i n a l a n a l y s i s , t h e r e f o r e , t h e p o l i c y 
s t a t e m e n t c o n s i s t s of i n d i s p e n s a b l e f i r s t s t e p towards 
a s s u r i n g t h a t t h e o r g a n i z a t i o n a t t a i n s i t s o b j e c t i v e s . 
THE OBJECTIVE OF THE STUDY 
The objective of the present study has been to 
critically examine the various aspects of personnel policies 
5, Monappa & Saiyadain, Personnel Management, Tata McGraw-
Hill Publishing Company Limited, New Delhi, 1979, pp,44-
4 6. 
6, K.K. Mehra, loc. cit. pp.561-62. 
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such as t h e t r a d i t i o n a l f unc t i ons which can be termed as 
'•Maintenance Role" and emerging f u n c t i o n s as t h e "Development 
Role" , a s a p p l i e d i n and provided by t h e v a r i o u s \ in i t s of 
r e f i n e r i e s i n t h e c o u n t r y . The idea beh ind t h i s s tudy i s t o 
see how b e s t the p o l i c i e s have been fo rmula ted t o s u i t t h e 
p r a c t i c a l s i t u a t i o n s and how much comprehensive and e f f e c t i v e 
they a r e i n t h e i r a p p l i c a t i o n s . The b a s i c p a r a m e t e r s w i l l be 
t h e e f f i c i e n c y and e f f e c t i v e n e s s wi th v^ i ch t h e people a r e 
working t h e r e i n , t he o u t p u t and p r o d u c t i v i t y of t h e 
o r g a n i z a t i o n , t h e s tudy of t h e i n d i c a t o r s of j o b - s a t i s f a c t i o n 
and a l s o t h e i n d i c a t o r s of i n d u s t r i a l r e l a t i o n s . Af ter 
e v a l u a t i o n of p o l i c i e s th rough a d i a g n o s t i c approach an 
a t t e m p t has a l s o been made t o s u g g e s t means and ways in t h e 
form of p r e v e n t i v e a s w e l l a s c u r a t i v e measures t o b r i n g 
about improvement wherever n e c e s s a r y , 
SCOPE AND DESIGN OF THE STUDY 
The p r e s e n t s tudy i s an a t t e m p t t o c o v e r a l l t he 
a s p e c t s of pe r sonne l f u n c t i o n s and p e r s o n n e l p o l i c i e s as 
' a p p l i e d in d i f f e r e n t u n i t s of o i l r e f i n i n g i n d u s t r y . I t 
s t a r t s from manpower p l a n n i n g , goes th rough r e c r u i t m e n t 
and s e l e c t i o n , s u r v e y s through c o n d i t i o n s of s e r v i c e . 
I n d u s t r i a l r e l a t i o n s , wages and s a l a r y a d m i n i s t r a t i o n , 
h e a l t h and s a f e t y , manpower development and t r a i n i n g 
programmes, p romot ions , demot ions , and t r a n s f e r s and a l s o 
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the labour welfare facilities and amenities. It also includes 
topics like trade unionism, collective bargaining and 
workers' participation as an integral part of Industrial 
Relations problems. An analytical study on job satisfaction 
also constitutes a vital part of it. 
Though the Scope of the study unit wise, extends to 
all the refineries, emphasis has been laid down on the study 
of personnel policies in refineries operating under Indian 
Oil Corporation Ltd, A reference would sometimes be found 
to the conditions prevailing in other refineries but a more 
thorough study of these problems has been made with reference 
to Barauni, Gauhati, Mathura and Cochin refineries. However, 
since conditions are more or less similar in other units of 
v^I.O.C, ,B^,L., Ji^^L. and other independent units, management 
conclusions may safely be generalised to other refineries 
as well, 
METHOD OF ENQUIRY 
After deciding the topic and the area of the study, 
a rough sketch was prepared regarding the various aspects 
on which necessary informations and relevant data were to be 
collected. The first round of the study was conducted 
through personal interviews with the officers of the 
Personnel department in Barauni, Gauhati and Mathura refine-
ries and their maintained departments like training centres. 
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safe ty departments as well as public r e l a t i o n s departments. 
The in terviews were conducted by both methods; s t r u c t u r e d 
and xin-structured. During the course of in terview, some 
published mater ia l s on the issues were a l so c o l l e c t e d . 
In the second round of the study a comprehensive 
ques t ionna i re was prepared, covering a l l the aspects even 
minor i s sues which i n t e n t i o n a l l y or inadver tan t ly were l e f t 
in the f i r s t round of the s tudy. Apart from general i s s u e s , 
another comprehensive ques t ionna i re , t o s tudy the job 
s a t i s f a c t i o n or otherwise among the employees was a l so 
prepared and d i s t r i b u t e d t o a sample s i z e of 10% of the 
employees of Barauni, Gauhati and Mathura r e f i n e r i e s . The 
copies of the same ques t ionnai re were s e n t to the Assam 
Oil Corr^any, Digboi and Cochin Refinery Ltd. Cochin, t o 
c o l l e c t informations. But t o my u t t e r disappointment, they 
did not agree to provide informations on ques t ionnai re as 
none of them were re tu rned . 
Besides these methods, published r e p o r t s , j o u r n a l s , 
newspapers, books and house journals of the r e f i n e r i e s in 
general and u n i t s operat ing under I .O,C. in p a r t i c u l a r 
were a l s o consul ted . They proved to be of much use for 
the purpose of the s tudy . 
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SOURCES OF DATA 
As mentioned e a r l i e r , t he da ta have been c o l l e c t e d 
from v a r i o u s s o u r c e s . These s o u r c e s i n c l u d e o f f i c e r s i n 
t h e p e r s o n n e l depar tment of t he r e f i n e r i e s and o t h e r r e l a t e d 
d e p a r t m e n t s . They agreed t o p r o v i d e some d a t a from t h e i r 
o f f i c e r e c o r d s a l s o . 
B e s i d e s , some i n f o r m a t i o n s were a l s o o b t a i n e d from 
house j o u r n a l s and o t h e r pub l i shed r e p o r t s p rov ided by t h e s e 
O f f i c e r s . The remaining da t a were taken up from p u b l i s h e d 
r e p o r t s , books , newspapers and o t h e r s i m i l a r s o u r c e s . 
Some o t h e r m a t t e r s , which have been used in t h e 
s tudy , a r e e i t h e r based on my own p e r s o n a l o b s e r v a t i o n s 
of the s i t u a t i o n s o r on the c o n t a c t wi th t h e employees ard 
i n t e r v i e w s with t h e union e x e c u t i v e s , 
RELIABILITY OF THE DATA 
So f a r a s the r e l i a b i l i t y of t he da ta c o l l e c t e d and 
used in t h i s s t u d y i s concerned, t h e y have b^en c o l l e c t e d 
from t h r e e / f o u r main s o u r c e s v i z ; through p e r s o n a l i n t e r v i e w s 
with t h e o f f i c e r s and union o f f i c e b e a r e r s , p u b l i s h e d 
m a t e r i a l s p rov ided by them and a l s o the p i ib l i shed books , 
j o u r n a l s and newspapers e t c ; and the r e s p o n s e s c o l l e c t e d 
through q u e s t i o n n a i r e from the employees of t h e r e f i n e r i e s 
x v i i i 
and f i n a l l y my own o b s e r v a t i o n s . These a r e such s o u r c e s , 
whose a u t h e n t i c i t y , in g e n e r a l , i s o u t of q u e s t i o n . Ever 
t h e n t h e r e i s a p o s s i b i l i t y t h a t p e r s o n a l b i a s and p r e j u d i c e 
might have c r e p t in o r they might have t r i e d t o p a i n t up a 
b e t t e r p i c t u r e of t h e s t a t e of a f f a i r s f o r t h e r easons 
unknown t o me b u t we l l known t o them, 
LAY-OUT OF THE THESIS 
Techniques of l a y o u t p lanning had t o be adopted f o r 
t h e p r e s e n t a t i o n of t h e s t u d y . F i r s t l y , a p i l o t model was 
ptrepared. But from p i l o t model t o f i n a l l a y - o u t many minor 
and major m o d i f i c a t i o n s a r e g e n e r a l l y r e q u i r e d t o be made. 
Some m a t t e r s a r e t o t a l l y e l i m i n a t e d , some new t h i n g s a r e 
i n c o r p o r a t e d . Anyhow t h e p r e s e n t shape t h a t could emerge 
o u t a f t e r a l l a d d i t i o n s and d e l e t i o n s , i s a s f o l l ows : 
D i f f e r e n t dimensions of t h e o i l economy of I n d i a have 
been p r e s e n t e d in Chapter I so as t o h i g h l i g h t t h e impor tance 
of o i l r e f i n i n g i n d u s t r y and i t s c o n t r i b u t i o n s towards 
, v a r i o u s economic a c t i v i t i e s . Chap te r I I i s concerned wi th 
manpower p l a n n i n g and sou rces of r e c r u i t m e n t . An accoun t of 
r e c r u i t m e n t p o l i c y as w e l l a s s e l e c t i o n procedure has a l s o 
been taken in t h i s Chap t e r , In the I I I Chapter an i n d e p t h 
s tudy on manpower development and t r a i n i n g prograntnes as 
o r g a n i s e d by. va r ious r e f i n e r i e s i n g e n e r a l and r e f i n e r i e s 
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operating under IOC in par t icu lar has been presented. 
Chapter IV examines the conditions of service^ Indiastrial 
Relation machinery and various other aspects of indus t r ia l 
relat ions as prevalent in the re f ine r ies . Chapter V presents 
a discussion on the pol ic ies , procedures and problems of 
wage determination and employee compensation. Chapter VI 
is fully devoted to the discussion of employee services 
and labour welfare amenities as provided in the r e f ine r i e s . 
Chapter VII is allocated to the analyt ical study on job 
sat isfact ion among the employees in the re f iner ies , in the 
las t a summing up the sxdsject matter of the study alongwith 
author 's comments and suggestions have been incorporated 
with a view to present a coordinated picture of the study 
in hand. 
OIL EOorsroMY OF I N D I A 
CHAPTER I 
OIL ECONOMY OF INDIA 
Oil; The word 'Petroleum' Is a combination of two words 
derived from two different languages* One of these words is 
•Petra' German by origin, which means rock and the other is 
•Oleum* a Latin word that means oil. Thus this word may 
technically be used for all the natural hydro-carbons 
explored from the rock, whether it is liqxiid, solid or 
gaseoxis,"'' But in common usage it refers only to the liquid 
oils, and this is used to describe a variety of products 
that are obtained by refining the crude oil. This is 
uniformly used to denote diesel oil, fuel oil, vaporising 
oil, motor spirit, aviation spirit, gasoline, petrx>leum 
distillates, kerosene oil, lubricating oil and many other 
forms of residuals. These oils are quite different from 
the state of oil when it is brought from the wells. In 
its natural shape it is blackish, thick, sticky and heavy 
substance which is brought under a highly technical and 
complicated process to make it usable. Different degrees 
of heat applied in refining process helps in producing 
different types of petroleum products used for various 
purposes. 
Origin of Oil; 
The origin of petroleum has been controversial issue 
for a long period. There was a difference of opinion 
1. Holmes A, Principles of Physical Geology, Thomas 
Netson & Sons Ltd. 1959, p.343, 
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among the g e o - s c i e n t i s t s regarding i t s o r i g i n and natuire 
as t o whether i t i s organic or inorgan ic . But now i t i s 
b e l i e v e d t h a t i t has been formed from the remains of 
decomposed p l a n t s and animals which once l i v e d i n shal low 
seas and l a k e s . These p lan t s and animals were carr ied 
along with mud, s i l t s and sands e t c , by water t o s e t t l e on 
sea bottom, in r i v e r s and marshes and were buried under-
neath . The d e p o s i t s of these accumulated over m i l l i o n s of 
years and with the passage of time they xinderwent-some 
chemical changes . As a r e s u l t of pressures and tempera-
tures as w e l l as fac tors not known t o u3 they transformed 
i n t o petroleum. 
Discovery of Oi l : 
petroleum and i t s various products have been used 
s i n c e before the dawn of recorded h i s t o r y . Sumerians have 
become fami l iar with i t long before Noah eaulked h i s Ark 
with bitumen in about 4000 B.C. for the purpose of cementing 
and water proof ing i t . Thus the evidence of the use of 
bitumen in Mesopotamia dates back t o the very anc ient t imes . 
The famous asphalh lake of Trinidad i s s t i l l be ing 
replenished from underlying o i l sands, but much too s lowly 
t o keep pace with the immense quant i ty removed each y e a r . 
The petroleum Industry, even then did not r e a l l y 
begin u n t i l l the l a t t e r ha l f of the n ine teenth century, 
2 . Holmes A, Op, c i t . , p,352 
The history of o i l production as we know i t today as 
started only 129 years ago, when Col, Drake d r i l l e d h i s 
f i r s t o i l well in T i tusv i l l e , Pennsylvania in the United 
States in the month of August, 1859, and o i l was struck 
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at a depth of about 69 f ee t . Before this the s c i e n t i f i c 
and technical aspect of o i l production was not known to 
the world, people were using primitive methods of producing 
and processing i t . 
Importance and uses of o i l : 
The existence of oil,however, has been known to tiie 
people of the world for centuries , the evidence of which 
has already been found in the Bible and other Holy Scrip-
tures . We have already seen that even before the Christian 
era started, use of crude and as^^alt col lected from 
seepages was known to the people . In Middle East countries, 
in North West India, in Egypt as well as in Peru and Mexico 
asphalt i s known to has been used for building and water 
proofing purposes. Archaeology has proved that some of the 
buildings using asphalt were constructed about 6000 years 
ago. For l ight ing hcwnes, for tarring the sh ip ' s ropes, for 
repairs of boats and furnitures and even for treatment of 
leather such type of o i l was used. 
That i s a l l about tiie ancient days but in the modern 
age, the people, a l l over the world are l i v ing in an era of 
3 . Nitz O.W., "Introductory Chemistry". 1961, p.453, 
o i l . This i s for the simple and apparent reason that the 
petroleum products have so much infused in our dai ly 
l i v e s that i t i s ent irely inpossible to be i so la ted frcxn 
them. I t i s highly tiniraaginaiY to think of a developed 
country and of a c i v i l i z e d soc ie ty without the use of o i l 
and i t s various derivat ives . There are hundreds of 
coinrt«>dities which have hardly any resemblance with petro-
leum, yet they are i t s by-products and derived from t h i s 
v i t a l f lu id . The colourless petrol used for aeroplanes 
and cars i s derived from the same source as the blue black 
asphalt on the road. The candle on the mantle-piece and 
the o i l in the gear box aire obtained from the very medium 
as the numerous insect ic ides and d i s infec tants . Even the 
fragrants and scents , perfumes and pomades, creams and 
numerous other cosmetics are prepared from the by-iproducts 
of petroleum. 
There i s ah exhaustive l i s t of oi l -based chsnicals 
such as res ins , phenol, D.D.T,, detergents, glue methol, 
fomaline, moulding powder, Pvc processed goods and items 
of the p las t i c industry,linoleum, Pvc leather c lo th , Pvc 
sheets, polythelene, dry ba t t er i e s , flash l i g h t , midget, 
electrodes, and cinema carbons e t c . Thus petro-chemistry 
has a tremendous impact on today's htiman l i f e . Through i t 
we get p l a s t i c s , synthetic rubber, and synthetic f ibre e t c . 
P last ic alone has hundreds of uses from home furnishings 
to s a t i l l i t e s . Synthetic detergents have become an 
e f fec t ive subst i tute for soap. 
Petroleiun has brought wealth and comfort, health and 
security to millions of people. I t has become as necessaxry 
to modem c iv i l i za t ion as a i r t o human l i f e . In the foztn 
of kerosene o i l i t illuminates millions of houses par t icu-
lar ly in rural areas of the world. I t i s used as a 
generator of power and as feeder of internal combustion engine. 
I t const i tutes the great bulwark of eff icient transport 
services in the world. In the shape of lubricants , i t 
o i l s the wheels of gigantic machines and tiius nakes the 
indust r ia l production possible. 
Many of i t s by-products const i tute raw materials for 
the manufacture of different a r t i c l e s . Thus paraffin wax 
i s used in the manufacture of candles, matches, water proof 
and grease proof papers, pharmaceutical preparations, 
ointment, hair o i l , coloured ink and so on. White s p i r i t 
is used for drycleaning, in shoe and furniture polishes 
and as a subst i tute for turpentine. Petroleum gases, mainly 
those which are obtained from cracking plant, are used for 
a legion of unsuspected purposes. Fe r t i l i ze r produced 
from the by-product of petroleum has brought green revolu-
tion in agr icul tural production and i t s development. 
Scient is ts have even extracted protein from o i l which i s 
a source of animal nourishment. 
Thus we see tiiat we are actually indebted to 
petroleum and i t s innumerable products for our a l l round 
development in almost a l l par ts of the world. 
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Estimated World's Crude o i l Reserves 
Distribution of world's Crude o i l reserves as estimated 
in the year 1961 i s as follows: 
Impoirtant Regions of the Quantity in Millions 
World Metric Tonnes 
1. Middle East 25600 
2. North America 6100 
3. Soviet Sphere 4575 
4. South America 3175 
5. Far East 1400 
6. North Africa 700 
7. Rest of the World 825 
Total 42375 
source: Based on B.A, Statistical Review of the World 
Oil Industry, 1961. 
Crude Oil Scenario 
International scene is very fluid. Crude oil produc-
tion particularly from OPEC Countries is all the time 
undergoing changes causing corresponding fluctuations in 
crude prices. After a phenomenal rise in 70's there was a 
slump in crude prices in early 80«s due to reduction in 
demand, pressing the crude exporting countries to sell 
their crude even at lower prices to sustain their economies. 
There are indications that in mid 90's once again there 
would be shortage of crude and the prices would r i se 
s t ead i ly . 
In India, the annual crude production i s expected 
to reach a l e v e l of 34,5 mil l ion tonnes per annum by 
1990-91. At t h i s l e v e l of production, the s e l f - re l i ance 
would decrease from 10% in 1984-85 to 61% in 1990-91. 
Natural Gas would emerge as an Important source of 
energy. Gas production would go up from 7.2 b i l l i o n cubic 
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metres in 1984-85 to 14.9 b i l l i o n cubic metres in 1990-91, 
PRODUCTION 
The actual pattern of production wi th in the broad 
framework s e t by the success of exp lorat ion in developing 
the discovered reserves and by the es tab l i shment of produc-
t ion and transportation f a c i l i t y for gett ing the o i l out 
of the ground and away to the markets i s largely determined 
by a con^lex se t of p o l i t i c a l and economic factors . More-
over even the degree of exploration e f fort from place to 
place and a l so the wil l ingness or otherwise of companies to 
finance development of discoveries i s s imilarly related to 
p o l i t i c a l and economic considerations. Bie s ignif icance of 
these factors i s thus of paramount importance in e s t a b l i -
shing the distr ibution of o i l producing f a c i l i t i e s and tJie 
4 . H.J. Dave, Past; Present & Future of Indian Oil 
Corporation an unpiiblished paper, p .5 . 
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e x t e n t to which they are used . Outside the United S t a t e s 
and the S i n o - S o v i e t sphere e i g h t g iant in t egra ted Oi l 
Companies are respons ib le for over 80% of crude production, 
71% of r e f i n i n g capac i ty and 35% tanker ownership and 
almost 70% of the d i s t r i b u t i o n and marketing of o i l 
products . Five of tiie companies are American, They are 
as fo l l ows : 
1. Standard O i l of New Jersy (known as ESSO) or Jersy 
2 . Gulf Oi l 
3. Standard Oil of New York (known as SO Sony - Mobil) 
4. Standard Oil of California (Socal or Stancal) 
5. Texas Oil (Texaco) 
The r e s t three Companies are as under» 
6. The Dutch / she l l Group (She l l ) i s Anglo Dutch 
7. B r i t i s h Petrolexan i s B r i t i s h owned (51% owned by the 
Government) 
8 . Compagnic Prancaise des P e t r o l e s (F.C.P.) 
i s French Company J o i n t l y owned by the S t a t e and 
Private share h o l d e r s . Each of the e i g h t companies has 
i t s own separate f a c i l i t i e s but tiiey o f ten form par tner -
ships which carry out s p e c i f i c o p e r a t i o n s . The Iraq 
Petroleian Company i s a consorteum of Jersey , Mobil S h e l l , 
B .P . and C f . P , concerned with production and r e f i n i n g 
o i l in Iraq, 
Region-wise World Pet ro leum Demand and Supply 
( Q u a n t i t y i n Thousands o f B a r r e l s Per Day) 
Region 
1 , U n i t e d S t a t e s 
2 , Caribbean 
3 . Canada & Mexico 
4 . Other Western 
Hemisphere 
5 , Non-Communist 
Europe 
6 , A f r i c a 
7 . Middle E a s t 
8 . Japan 
9 , Other E, Hemi-
sphere 
LO, Communist 
Areas 
World T o t a l 
Domestic 
Consxirap-
t i o n 
16382 
701 
24 62 
2158 
13545 
1029 
1221 
5057 
2734 
9340 
54629 
Supply 
10489 
3340 
2597 
1043 
429 
5416 
21835 
15 
2231 
10749 
58144 
E x c e s s 
Supply 
o v e r 
Demand 
-
2639 
135 
-
-
4387 
20614 
-
-
1409 
29184 
Demand 
o v e r 
Supply 
5893 
-
-
1115 
13116 
-
-
5042 
503 
— 
25669 
% o f 
Domest ic 
Demand 
3 0 . 0 
1 .3 
4 . 5 
4 , 0 
2 4 . 8 
1 .9 
2 . 2 
9 . 2 
5 . 0 
1 7 . 1 
1 0 0 . 0 0 
T o t a l 
Domes-
t i c 
Supply 
1 8 . 0 
5 . 7 
4 . 5 
1 . 8 
0 .7 
9 . 3 
3 7 . 6 
-
3 . 8 
1 8 . 6 
1 0 0 . 0 0 
Source : World O i l , August 15, 1975, p . 4 1 . 
CONSIJMPTION; Much of t h e w o r l d ' s pe t ro l eum i s consumed 
i n Anglo-American C o u n t r i e s . The U.S.A. and Canada 
t o g e t h e r consume 35% of t h e w o r l d ' s t o t a l p r o d u c t s , Non-
Conwunist Europe t a k e s 25%, J apan Consianes 9% and t h e 
communist c o u n t r i e s lT/> and t h e ( c o n t d , . ) 
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r e s t 14% only remains for the r e s t of tiie world . Petrolexjin 
consumption p l a i n l y c o r r e l a t e s wi th a high degree of 
i n d u s t r i a l i s a t i o n . The bulk of the product i s used up in 
regions , tha t a re r i ch in both Producers ' Goods and 
Consumers' Goods, petroleian i s an important source of 
energy a f t e r coal* 
Discovery of Oi l in India : 
The modem h i s to ry of o i l in India s t a r t s in Assam. 
Oil was s t ruck in Ind ia as f a r back as 1867 a t Maukum 
near Margherita in Assam a t a depth of 118 f t . The f i r s t 
and f o r e t o s t o i l we l l , not in Ind ia only but in the e n t i r e 
Asia was cotnpleted on 26th March, 1867, j u s t a f t e r 8 years 
of the f i r s t wel l in the world d r i l l e d by Col. E.L. Drake 
in 1859. This f i r s t well in Ind ia was d r i l l e d by steam 
powered machinexry a t Maukum in the upper area of the Assam 
S t a t e , In the beginning i t produced j u s t 8 b a r r e l s of 
crude o i l in a day. The well having a l i t t l e quan t i ty of 
o i l reserves exhausted very soon and again a darkness of 
disappointment spread over the country. Twenty years 
l a t t e r a new hope l i k e Vascode Game's "cape of good hope" 
appeared in the same s t a t e . The engineers of the Assam 
Railways and Trading Co. during t h e i r work came to know 
about seepages. At tha t time the company was bu i ld ing 
the f i r s t rai lway l ine from Dibrugarh to Margheri ta , where 
f i r s t o i l r e f ine ry was s e t up to re f ine Maukum Crude O i l . 
The Assam Railway and Trading Company decided t o d r i l l 
for the o i l and a f t e r t h i r t e e n months in 1890 s t ruck o i l 
i: 
at the depth of 662 feet, in the Vicinity of Digboi, 
(which is named perhaps after 'Dig boy dig*) where India's 
first oil refinery was set up by the Assam Oil Company in 
1901. It is situated at about 40 km east of Dibrugarh, 
The Digboi field covers an area of 2V2 square miles 
and is the most important oil producing field in India, In 
all, the oil bearing areas of India cover more than one 
million square kelo -metces and include Assam, Himachal 
Pradesh, Manipur, Tripura, West Bengal, Rajasthan, Kashmir 
ganga valley, Combay, Kutch, Tamil Nadu Coast, Kerala 
Coast, and Andaman & Nicdaar Islands* 
Importance of Oil in the Country: 
Oil is one of the most important factors in the 
economic development of a country. Petroleum and its various 
products are highly significant for the growth, expansion 
and development of a large number of Industries in India. 
Its different products like fuel oil, lubricants, petrol, 
diesel and kerosene etc. are used in automobiles, railways, 
steam engines and machines of manufacturing industries and 
for so many other purposes. 
The importance of oil has become mani fold, particu-
larly after independence of the country. After independence 
India is on the highest point of efforts for her economic 
reconstruction. A large nuniber of schemes and plans are 
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being formulated for bringing out radical changes in all 
spheres of our economy, which are mainly concerned with 
agricultural and industrial development of the country. 
The government is trying to revolutionise the means of 
communication and transportation, not only in urban areas 
but in rural areas also. Because, the future of a nation 
is strongly bound up with the progress of transport and 
corrmxinication, the very vitamin of modem trade and 
commerce. And oil can play a vital role in developing 
them cheaply and efficiently, with the use of petrol and 
diesel oil, buses and other vehicles can very well connect 
the villages with cities. Aeroplane can develop civil 
aviation. Besides, oil can be used for diesel, power and 
as a fuel for the industrial furnaces where hydro-electric 
pov;er is not available, Ihus it can be safely said that 
oil is as important in India for its all round developmert 
as anything. 
Importance of Oil in Fuel Economy; 
Sufficient availability of fuel to assist man in 
his work is an essential requirement for economic develop-
ment. There are so many solid and liquid things that 
constitute the elements of fuel economy, like coal and 
natural gas, petroleum and wood etc. 
The increased consumption of different types of 
energies in recent years has brought a considerable change 
in the proportionate importance of each of them. And 
u 
petroleum has occupied the highest rank in re la t ion to 
i t s significance in fuel economy. There are innuniberable 
petrolexam products which are used for fuelling different 
things for different purposes. In the shape of kerosene 
o i l i t illumines crores of crores hoijses in the rura l 
areas, while in the form of furnace o i l i t i s used under 
the boi lers and f e r t i l i z e r ovens. Under the name of 
petrol and diesel i t moves cars , trucks,buses, scooters 
and various other diesel and locomotive engines. Aviation 
fuel carr ies up the aeroplanes and i t s s i s t e r s h i ^ in 
the a i r . As a fuel i t i s xised in gas oven and different 
types of s toves . Not only these, there i s a long ser ies 
of i t s uses as fuel and thus i t has not only become the 
substi tute of coal and wood but became more in^ortant and 
far be t te r in comparison to them due to the following 
reasons: 
1. The case with which large quantity can be 
handled; 
2. The simple method of operating anything which 
i s fired by petroleum as fuel; 
3 . Considerable reduction in the number of 
personnel in the handling of o i l fuel; 
4. I t produces a l i t t l e or no smoke; 
5. The o i l fuel i s automatically fed to the burners 
and mechanically f ired; 
6. The maximum heat can be obtained within no 
time; and 
7. f inal ly , i t costs l e ss transportation charges. 
5 . Lidgett Albert, Petroleum, Sic Issac Pitman & Sons Ltd, 
London, 1928- pp.113-114. 
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Oil fuel thus occupies the h ighes t place in the 
fuel economy due t o the above mentioned advantages in 
conparison to coa l , wood and o t h e r f u e l . Besides, i t 
provides employment opportunity a l s o , Thoveands of thou-
sands people are engaged from prospect ing , d r i l l i n g , 
producing and re f in ing t o marketing and d i s t r i b u t i o n . I t 
earns foreign exchange, no doubt, bu t due t o shor tage of 
crude reserves i n our country we pay more for import than 
earn t h r o u ^ expor t . 
Deposits : 
Out of I n d i a ' s t o t a l area of 3 mi l l ion square k i l o -
metres, the area of land containing sedimentary rocks t h a t 
are supposed to be p o t e n t i a l l y o i l bear ing i s 1,26,000 
square k i lomet res . I t includes Assam, Himachal Pradesh, 
Manipur, Tr ipura , West Bengal, Rajasthan, Kashmir, Ganga 
Valley, Cambay - Kutch, Tamil Nadu Coast, Kerala Coast, 
and Andaman & Nlcobar I s l ands . 
Oi l has a l ready been discovered as a r e s u l t of 
geological surveys and explora t ion e f fo r t s t h a t have been 
made by Oil and Natural Gas Commission in Ahkhleshwar, 
Nawagam, Kalol , Kosaitiba, Sanaud, Khataua Dholha, Ahmedabad 
and Kadi S t ruc ture in Gujrat and Radrasagar and Lakwa in 
Assam. Recently the Commission paid i t s a t t e n t i o n towards 
explora t ion and got sijccess in s t rucking o i l in Tronbay 
near Bombay. 
1 
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Though the oil deposit/India is not very significant, 
even then it is the highest one in Asian covmtries leaving 
Middle East. According to Russian experts India has atleast 
20 oil basins among which eight or nine such as Assam, Cambay 
and Tripura etc. have good prospects and she can meet her 
oil requirements from her own resources. They have the 
opinion that India can increase its crude oil output &om 
2 to 2,5 million tonnes by intensifying oil extraction 
from the already discovered deposits. Besides, additional 
wells can be drilled in Assam and Cambay which will enable 
the ONGC to increase the oil output by 1 to 1,5 million 
tonnes. Moreover, they suggest that the basins which have 
the best prospects should be covered with exploratory wells 
to assess the oil resexrves. 
External Sources of Crude Oil; 
From a meagre 0,25 million tonnes per annum capacity 
in 1950, the refining capacity in India today is in the 
region of 45,55 million tonnes. The actual quantity of 
refined, products consxomed in 1972 was around 23 million 
tonnes, consisting 20 million tonnes of indigenously proce-
ssed products based on imported and indigenous crude and 
3 million tonnes of Imported products. As the demand of 
6, Kothari & Sons, Kothari's Economic and Industrial Guide 
1973-74. Chc5)ter on Minerals and Metals, p. 6. 
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petroleum product i s growing a t the r a t e of 9% pe r annxim, 
add i t iona l r e f in ing capaci ty has to be e s t a b l i s h e d t o a 
t o t a l of about 48 to 50 mil l ion tonnes by the end of the 
cur ren t decade. 
The bulk of add i t iona l capac i ty created in January, 
1982 on account of the huge re f ine ry a t Mathura which was 
o r i g i n a l l y capable of processing 6 mts, t o be r a i s e d t o 7,5 
mi l l ion tonnes and another con t r ibu t ing f ac to r would be 
co^s t based r e f i ne ry a t Goa t h a t w i l l have an i n i t i a l 
capaci ty of 4 mt s . The o ther p ro j ec t r e l a t e d t o the 
expansion of the capaci ty of the Koyali Refinery to 7,3 
mts from 4,3 mts, and increase i n through put of Barauni 
to 3,3 mts. from 2,2 mts, and the es tabl ishment of an 
i n d u s t r i a l r e f ine ry a t Bongaigaojwith a capaci ty of one 
mt; the requirement of crude o i l has increased tremendously, 
and di f ference between production and consumption has been 
and wi l l have t o be imported from various sources of crude 
o i l . 
in the year 1970 India imported 11,7 mi l l ion tonnes 
of crude o i l while her indigenous production was 6,8 mts, 
much l e s s than t h a t . In the year 1984-85 India Imported 
11,810 mts . ( fo r Rs,2919,00 crores) whereas in 1985-86 
she imported 15,240 mil l ion tonnes (for Rs,3494.00 c r o r e s ) . 
Besides, i t s var ious domestic sovirces, India has to import 
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crude o i l from middle eas t c o u n t r i e s , l ike I r a n , I raq , 
Saudi Arabia and Kuwait e t c . 
Under the previous agreement I r a n was supplying 
crude most of which was ref ined in the semi-government 
re f inery a t Manali in which NIOC of I ran has a l so co l labo-
r a t e d . The Government of India had signed another long 
term agreement with Iraq according t o which Iraq was to 
supply 112 mts . of crude, 5 and 7 mts, in the year 1976 
and 77 respec t ive ly and 10 rats, subseqxiently for 10 y e a r s . 
Due to Iran - I r aq war the whole schedule was d i s tu rbed , 
Saudi Arabia had a l s o agreed to supply 3,3 mts . within 
th ree years , 1,1 mts, in each y e a r . Thus i t i s obvious 
t h a t along with her indigenous crude, India has t o depend 
upon Middle East count r ies t o br idge up the gap between fiie 
i n t e r n a l resources and the requirenients . 
World Trade and i t s Contr ibution t o Foreign Exchange 
The Indian Oil Corporation Limited continued to 
work as cana l i s ing agent for import and export of crude o i l 
and petroleum products on behalf of the o i l indus t ry in India^ 
A comparison of import and expor t by the Corporat ion during 
the years 1984-85 and 1985-86 i s given as under; 
Id 
Itnoorts: 
Crude Oil 
Fuel Products 
Lubricants 
Exports: 
Crude Oil 
Fuel Products 
1984-85 
Quantity 
( in mil l ior 
tonnes) 
l l .S lO 
5.134 
0,135 
5.630 
0,797 
Value 
I ( in Rs. 
crores) 
2,919,00 
1,593.67 
74.90 
1,363.05 
205.31 
1985. -86 
Quanti ty Value 
( in mi l l i on ( in Rs, 
tonnes) crores) 
15.240 
3.540 
0.195 
0,428 
1.801 
3,494,00 
1,056.04 
104.43 
110,03 
449,58 
Ref: IOC Annual Report - 1985-86, p , 1 7 . 
In add i t ion , 0.512 mi l l ion tonnes of crude o i l 
valued a t Rs . l31 ,31 crores was a l s o imported in 1985-86 
by Madras Ref iner ies Limited d i r e c t l y as aga ins t 1,992 
mil l ion tonnes valued a t Rs,489,17 crores in . the previous 
year (1984-85). 
Of the imports during 1985-86, crude o i l on rupee 
payment amounted t o Rs,592 c rores while products t o the 
tune of Rs.551.47 c r o r e s . 
Out of the Corporat ion 's en t i t l emen t of products 
from Bombay High crude sent abroad for p rocess ing , 17,583 
tonnes of SKO and 69,339 tonnes of HSD were received for 
use in India while naphtha and fuel o i l were sold abroad 
leading t o r e a l i s a t i o n of Rs.14,89 crores in foreign 
exchange. 
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The Corporation r e a l i s e d Rs,60,06 crores from sa le s 
proceeds of var ious petroletmi products exported t o Nepal 
Oil Corporat ion. An amount of Rs,99«84 crores and R s , l l , 9 9 
c rores r e spec t ive ly was r e a l i s e d in foreign exchange for 
suppl ies of av i a t i on fuel t o i n t e r n a t i o n a l a i r l i n e s and 
bunker fuel and marine l ub r i can t s t o foreign f lag vesse ls 
a t Indian p o r t s . 
Need of Oil Pol icy in India : 
The po l i cy r e l a t i n g t o any matter i s a s tatement of 
aims and ob jec t ives as well as the procedures l a i d down to 
be adopted for t h e at tainment of those ob jec t ives - the 
need for having a pol icy i s f e l t due t o the reason t h a t i t 
helps in chana l i s ing the resources towards the achievement 
of a goal . No doubt there ar« o i l resources in our 
country, -ttiough not s u f f i c i e n t enough t o meet our r e q u i r e -
ments. We a re in need of o i l products for our consumption 
purposes, hence, we are in need of having a pol icy regarding 
i t . Such as who w i l l explore and produce the o i l , who w i l l 
r e f ine i t and who wi l l d i s t r i b u t e ? How much we should 
na t iona l i se and how much allow t o p r i va t e i n t e r e s t and on 
what terms and condit ions? How much of crude o i l or o i l 
products we w i l l import and how much of them we wi l l export 
and what should be the p r i c e of the products? In the same 
manner there must be some well defined and c l e a r cu t 
po l icy regarding consun^tion, t axa t ion and o the r m a t t e r s . 
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Oil Policy before Independence : 
Although the quest for oil was started in India more 
than a century earlier, but no sustained effort was made to 
explore the vast sediments of the country. The alien 
governments of India never tried to pay attention towards 
exploration, production, refining and distribution of mineral 
oil themselves. They made India like a colonial state 
suitable for business. Like other fields of product manu-
facturing, trade and commerce they were negligent to oil 
industry also. What they did was only to give patronage to 
the outsiders. In the years before the independence the 
oil policy of the government of India was one of giving all 
possible protection to the foreign oil companies operating 
in the country. All the oil requirements were fulfilled by 
import except for a meagre indigenous refining. Even the 
distribution of imported products was the preserved right 
of a few foreign oil cartels operating in India. 
The then British government did not learn any lesson 
from the enterprises of the small trading tearo in Assam 
and it fell upon the shoulder of the government of indepen-
dent India to look for further oil reserves in the country 
and develop the indigenous product based oil industry. 
Policy after Independence; 
As the country became free in 1947, it was felt 
necessary that there must not be any fiorther delay in the 
2x 
establ ishment and development of our own o i l indus t ry as 
one of the s t r a t e g i c i n d u s t r i e s . I t was expressed by one 
of our leaders t h a t "There can be no freedom for the 
coun t ry ' s economy or i t s defence, unless the o i l indxistir 
i s owned and con t ro l l ed by the s t a t e " . But, unfor tunate ly , 
even a f t e r independence t i l l the second five year plan 
began the Government could not do much in t h i s d i r e c t i o n . 
Prom 1950 t o 1955 three i n t e r n a t i o n a l Oil Companies were 
permit ted t o e s t a b l i s h t h e i r r e f i n e r i e s which have been 
na t i ona l i s ed a few years back. Besides importing cmde o i l 
and re f in ing them, they a l s o imported f inished products 
and sold then in the country. This s t i l l l e f t a gap t o be 
bridged up. Gradually t h i s gap became wider and wider, 
which necess i t a t ed the Government s tepping i n , t o explore, 
produce and t o bu i ld up r e f i n e r i e s in the publ ic s e c t o r . 
Real foundation of o i l indus t ry in the pub l ic sector 
was l a i d down only during second Five Year Plan when the 
Government of India launched a planned programme of 
explora t ion , product ion, r e f i n ing and d i s t r i b u t i o n . The 
Oi l and Natura l Gas Commission (ONGC) was s e t up in 1956. 
I t was only a f t e r success in explora t ion t h a t the Government 
of India decided t o form a Minis t ry of Petroleum and 
Che:Tiicals in 1963. Indian Oil Refiner ies L td . and Indian 
Oil Co. were a l s o brought i n t o ex i s t ence . Thus the govern-
ment determinedly came out t o f u l f i l the mult i-dimensional 
programme of (a) i n i t i a t i o n of a vigorous search for the 
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sources of crude o i l in India; (b) Planning new publ ic 
sec to r r e f i n e r i e s based on indigenously discovered and 
produced crude; and (c) s e t t i n g up a ptiblic s e c t o r 
marketing organisa t ion t o d i s t r i b u t e and s e l l the products 
ref ined by the publ ic s ec to r r e f i n e r i e s . 
Petroleum Industry in Ind ia made much headway in 
post-independence pe r iod . S t a r t i n g from a modest l e v e l 
of crude production of around 2,5 lakh tonnes and consump-
t ion 31 lakh tonnes in 1950-51, crude o i l product ion 
during 1984-85 was 2,90 crore tonnes and the consximption 
l e v e l aroxind 3,88 crore tonnes . About 1,36 crore tcxines 
of crude o i l and 60,92 lakh tonnes of petroleian products 
were imported to meet the coun t ry ' s requirements in 1984-85, 
During the same period 64,8 lakh tonnes of crude o i l and 
9,3 3 lakh tonnes of petroleum products were exported. The 
ne t import of crude o i l was 71.64 lakh tonnes and the net 
import of petroleum products was 51,6 lakh tonnes for the 
same per iod . The re f inery through put during 1984-85 stood 
a t 3,56 crore tonnes . 
The o i l indus t ry in India i s divided i n t o three 
broad segments, v i z ; 
a) Oi l explora t ion and Production 
b) Oil r e f in ing and t r a n s p o r t a t i o n , and 
c) Marketing and D i s t r i b u t i o n 
The entire composite structure of various segments 
has been shown in the chart; 
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EXPLORATION AND PRODUCTION 
Oil explora t ion and production in Ind ia s t a r t e d in 
an extent ive and systeroatic manner only a f t e r s e t t i n g xxp 
of Oi l and Natural Gas Conunission (ONGC) in 1956. With 
the acqu i s i t i on of the shares of Burma Shel l Oi l Contpany 
by the Government in 1981, Oi l India became the second 
publ ic undertaking engaged in o i l explora t ion and produc-
t ion in the country . Besides the area of eas te rn region 
OIL now extended t h e i r explora t ion a c t i v i t i e s t o Mahanadi 
bas in and p a r t s of Rajasthan and Andaman. 
In order to supplement the e f f o r t s of ONGC and OIL 
the Government has inv i ted experienced foreign o i l companies 
to take o i l exp lora t ion in s e l ec t ed blocks o f f - shore . 
There are 27 blocks on offer from s ix bas ins , v i z ; Sauirashtra, 
Kerala — Konkan, Cauvery* P a l a r , Krishna - Godavari and 
Mahanadi, Keeping i n view the need for ind igen i sa t ion 
Indian companies both in the pub l ic and p r i v a t e sec to r s 
are encouraged to co l labora te with foreign companies of 
repute and t o offer se rv ices t o ONGC and OIL in the f i e l d 
of explorat ion and production. 
Increased e f f o r t s in the f i e l d df o i l exp lo ra t ion and 
production have pa id dividends by way of increased produc-
t i o n of crude o i l . In the begining of the s i x t h plan the 
annual production of crude o i l in Ind ia was 105.1 lakh 
tonnes which increased t o 290 lakh tonnes in 1984^85, the 
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t e r m i n a l y e a r of t h e s i x t h p l a n . Thus t h e prcxiuct ion of 
c rude o i l I n c r e a s e d t h r e e f o l d dur ing the s i x t h p l a n 
p e r i o d . The p r o d u c t i o n of c rude o i l f o r 1985-86 was 301.4 
lakh t o n n e s . 
With t h e i n c r e a s e in t h e p roduc t i on of c rude o i l , 
t h e p r o d u c t i o n of a s s o c i a t e d n a t u r a l gas i n t h e c o u n t r y has 
a l s o gone up. The n a t u r a l gas s u p p l i e d by ONGC and OIL in 
1985-86 was 495 c r o r e cubic me t res as a g a i n s t 414 c r o r e 
c u b i c met res i n -ttie y e a r 1984-85 . The t a r g e t of gas t o be 
s\;tpplied d u r i n g 1986-87 was 468 c r o r e cub ic m e t r e s , 
REFINING AND TRANSPORTATION 
(A) INDIAN OIL CORPORATION LIMITED 
Before t h e Ind i an O i l C o r p o r a t i o n was b rough t t o 
e x i s t e n c e , t h e r e were working two companies i n t h e p u b l i c 
s e c t o r — One I n d i a n O i l R e f i n e r i e s Limi ted (Estd .1958) 
r e s p o n s i b l e f o r t h e func t ions and o p e r a t i o n s of r e f i n e r i e s 
and the o t h e r , I n d i a n Oi l Company L td , (Es td , 1959) an 
o r g a n i z a t i o n f o r marke t ing and d i s t r i b u t i o n . I t iese two 
were amalgamated i n t h e y e a r 1964 t o form I . O , C , Ltd , 
The I .O .C , had two d i v i s i o n s , v i z : 
( i ) R e f i n e r i e s and p i p e l i n e s D i v i s i o n , and ( i i ) Market ing 
D i v i s i o n . The r e f i n e r i e s d i v i s i o n was r e s p o n s i b l e f o r t h e 
management of p u b l i c s e c t o r r e f i n e r i e s l i k e , Gauha t i , 
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Barauni, Koyali, Haldia and later on Mathura was also added 
to the series of refineries under I.O.C, while the Pipelines 
division managed various pipelines. 
The marketing division has been and is responsible 
for the distribution of petroleum products produced by its 
refineries and also those of two refineries at Cochin and 
Madras. 
After the Government of India took over the Digboi 
Refinery and petrochemicals Ltd, in 1981 and handed it 
over to I.O.C* a new division^ The Assam Oil Division 
came into being and thus I.O.C. now has three divisions, 
viz: 
a) The Refineries and Pipelines Division and its head-
quarter at Delhi; 
b) The Marketing Division with its headquarter at Bombay; 
and 
c) The Assam Oil Division with its headquarter at Digboi 
(Assam). 
The I.O.C, also has a fulfledged Research and 
Development Centre at Faridabad, 
OBJECTIVES AND OBLIGATIONS OF I.O.C.L. 
- To serve the national interests in the oil and related 
sectors in accordance and consistent with Government 
policies. 
To ensure and maintain continuous and smooth supplies 
of petroleiim products by way of crude refining, trans-
portation and marketing activities and to provide 
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a p p r o p r i a t e a s s i s t a n c e t o t h e consumer t o conseirve and 
use pe t ro leum p r o d u c t s most e f f i c i e n t l y . 
To earn a r e a s o n a b l e r a t e of r e t u r n on i n v e s t m e n t . 
- To work towards the achievement of s e l f - s u f f i c i e n c y 
in t h e f i e l d of o i l r e f i n i n g , by s e t t i n g up adequa te 
domest ic c a p a c i t y and t o b u i l d up e x p e r t i e s f o r p i p e 
l a y i n g fo r crude/ i>etroleum p r o d u c t s . 
- To c r e a t e a s t r o n g r e s e a r c h and development b a s e i n t h e 
f i e l d of o i l r e f i n i n g and s t i m u l a t e t h e development of 
new pe t ro l eum p r o d u c t s f o r m u l a t i o n s wi th a view t o 
m i n i m i s e / e l i m i n a t e t h e i r i m p o r t s , i f any; and 
- To maximise u t i l i s a t i o n of t h e e x i s t i n g f a c i l i t i e s i n 
o r d e r t o improve e f f i c i e n c y and i n c r e a s e p r o d u c t i v i t y . 
FINANCIAL OBJECTIVESt 
- To ens\ire adequa te r e t u r n on t h e c a p i t a l emplc^ed and 
ma in ta in a r e a s o n a b l e a n n u a l d iv idend on i t s e q u i t y 
c a p i t a l . 
- To ensure maximum economy i n e x p e n d i t u r e . 
- To g e n e r a t e s u f f i c i e n t i n t e r n a l r e s o u r c e s fo r f i nanc ing 
p a r t l y / w h o l l y e x p e n d i t u r e on new c a p i t a l p r o j e c t s , 
- To develop long term c o r p o r a t e p l ans t o p r o v i d e 
adequate growth of t h e a c t i v i t i e s of t h e c o r p o r a t i o n . 
To con t i nue t o make an e f f o r t i n b r i n g i n g a r e d u c t i o n 
in the c o s t of p roduc t ion of pe t ro leum p r o d u c t s manufac-
t u r e d by means of s y s t e m a t i c c o s t c o n t r o l measu re s . 
2/ 
To endeavour to complete all planned projects within 
the stipulated time and within the stipulated cost 
estimates. 
OBLIGATigjS 
(a) Towards customers and dealerst 
To provide prompt, cotirteous and efficient services 
and quality products at fair and reasonable prices. 
(b) Towards Suppliers; 
To ensure prompt dealings with in tegr i ty , i n^a r t i a l i t y , 
and courtesy and to promote anci l iary indus t r ies . 
<c) iQwavda Employees: 
- Develop the i r capabil i ty and advancement through 
appropriate training and career planning, 
- Expe di t ious redressal of grievances. 
- Pair dealings with recognized representatives of 
employees in pursuance of healthy trade union practices 
and sound personnel pol ic ies in keeping with public 
sector philosophy. 
(d) Towards ccromunityt 
- To ensure quali ty products through proper distrdibu-
tion a t f a i r prices to the people, 
- To develop techno-economically viable products for 
the benefi t of the people. 
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- To encourage progressive Indigenotes manufacture of 
products and materials so as to substitute imports, 
- To avoid and control environmental pollution in its 
manufacturing plants and townships by taking suitable 
and effective measures, 
- Improve the condition of SC/ST in pursuance of 
national policies. 
- To help acceleration of all round developnent of 
villages by providing assistance to the educated 
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employed to earn a living etc, 
ADMINISTRATIVE STRUCTURE OF 1 ,0 ,C. 
I t i s r e a l l y s u r p r i s i n g t h a t I n d i a n O i l C o r p o r a t i o n 
has been a b l e t o a c h i e v e i t s v a r i o u s o b j e c t i v e s and d i s c h a r g e d 
i t s o b l i g a t i o n s towards i t s cus tomers , d e a l e r s , s u p p l i e r s , 
employees and the community a t l a r g e . I t could a c h i e v e 
such a g r e a t s u c c e s s i n making t h e coun t ry s e l f - r e l i a n t 
by f u l f i l l i n g t h e pe t ro leum r e q u i r e m e n t s t o a g r e a t e x t e n t 
i n such a s h o r t p e r i o d of i t s o p e r a t i o n s . This o u t s t a n d i n g 
s vie c e s s own p a r t l y t o t h e band of t h e e n t h u s i a s t i c , 
e n e r g e t i c and ambi t ious men who a r e engaged i n t h e o i l 
i n d u s t r y i n g e n e r a l and o i l r e f i n i n g i n d u s t r y i n p a r t i c u l a r 
and t h e i r t i r e l e s s e f f o r t s and z e a l in the e x p l o r a t i o n s 
p r o d u c t i o n , r e f i n i n g and s e l l i n g t h e i r p r o d u c t s and p a r t l y 
7. I.O.C.L. Annual Report 1985-86, pp.2-3. 
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to sound pol ic ies , healthy organization and well knit 
administrative s t ruc ture , which ensure quick decision 
making and e f f i c ien t planning. Main source of planning 
is the Ministry of Petrolevm and Chemicals (Estd. 1963) 
which is headed by a cabinet-rank Minister who i s assis ted 
by a Deputy Minister and a s tate-rank Minister with t he i r 
respective secre tar ies and administrative s ta f f . They take 
decisions and formulate the different aspects of o i l 
policy, project the future requirements of petroleum 
products in the country, formulate the budget as to 
production and plan about procurement of crude o i l e t c . 
The Ministry concerned negotiates and deals with the o i l 
exporting countries and private in te res t s abroad. 
The Indian o i l Corporation looks after three divisions 
and Research and Development Centre and controls t h e i r 
various functions. They are Refineries and pipelines 
Division; Marketing Division? Assam Oil Division, and 
Research and Development Centre at Paridabad in Haryana. 
The Corporation i s managed by a Board of Directors 
appointed by the president of India . Besides the Chairman, 
the Board has the following full-time Directors: 
1, Director (Personnel) 
2, Director (Finance) 
3, Director (Marketing) 
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4, Director Refineries and pipelines (R & P) 
5, Director Research and Development (R&D) 
Among the principal executives in the Chairman's 
Office, there are following Officers: 
1, Chief General Manager Coordination 
2, Adviser Excise and Customs 
3, General Manager international Trade 
4, Chief Vigilance Officer 
5, General Manager Internal Audit 
Refineries and Pipelines Division at the H,o. has 
the following executives: 
1. Chief General Manager Operations 
2. Finance Controller Refineries 
3. Finance Controller Projects 
4. General Manager Technical 
5. General Manager Pipelines 
6. General Manager Maintenance & Inspection 
7. General Manager Personnel. 
Refiner ies are headed by t h e i r r e spec t ive G.Ms. 
They aire as fol lows: 
1, General Manager Gauhati 
2, General Manager Barauni 
3, General Manager Koyali 
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4 , Genera l Manager Hald ia 
5 , General Manager Mathura 
6, General Manager Assam O i l D i v i s i o n 
p i p e l i n e s D iv i s ion i s d i v i d e d i n t o four r e g i o n s 
and a l l r e g i o n s a r e headed by -tiieir r e s p e c t i v e Genera l 
Managers . They a r e as under : 
1 , Genera l Manager Nor thern Region 
2 , Genera l Manager Western Region 
3 , General Manager E a s t e r n Region 
4 , Genera l Manager Southern Region 
The Marke t ing D i v i s i o n has t h e fo l lowing main 
e x e c u t i v e s a t t h e Head O f f i c e : 
1 , Chief Genera l Manager Market ing Opera t ions 
2 , Genera l Manager S u p p l i e s 
3 . Genera l Manager Technica l Audit 
4 , General Manager Pe r sonne l 
5 . General Manager S a l e s 
6 , Genera l Manager Eng inee r ing & P lann ing 
7 . General Manager LPG 
8 . F i n a n c i a l C o n t r o l l e r 
(B) BHARAT PETROLEUM CORPORATION LTD, 
The Burma-she l l Ref inery a t Troihbay n e a r Bombay 
t o g e t h e r wi th i t s marke t ing a s s o c i a t e was t a k e n o v e r by t h e 
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Government of India in 1976 and re-named as Bharat Ref iner i e s 
from 12th February, 76 , i n view of the f a c t t h a t the company 
i s an in tegrated r e f i n i n g and marketing uni t the name of 
the Company was again changed t o Bharat Petroleum Corpora-
t i o n Limited (B.P.C^L.) with e f f e c t from 1, August, 1977. 
The o b j e c t i v e s of the company have been mainly t o 
manufacture both energy and non-energy petroleum products , 
s t o r e , d i s t r i b u t e and market them e f f i c i e n t l y . 
The market p a r t i c i p a t i o n of B-P#C.L, in 1984-85 was 
18,2% of the t o t a l o i l industry s a l e s . As on 31 March, 1985 
the company had in e x i s t e n c e a t o t a l 409 cooking gas (LPG) 
d i s t r i b u t o r s h i p s . The number of r e t a i l o u t l e t s tood a t 
3486 and kerosene o i l dea lersh ip a t 809. 
The Burma-shell Ref iner ie s Ltd, comTienced i t s opera-
t i o n s on 30 January, 1955. The crude o i l intake i n 1970 
was 3,75 m i l l i o n tonnes per annum which was coming from 
Pers ian Gulf, The through put of t h i s r e f inery in the same 
year was 3,45 m i l l i o n tcannes per annum. The present capac i ty 
of the r e f i n e r y i s 60 ,0 lakh tonnes whi le the ac tua l through 
put in the years 1981-82, 1982-83, 1983-84 and 1984-85 had 
been 50,0 lakh, 4 4 , 8 lakh, 52 .58 lakh and 54,81 lakh tonnes 
r e s p e c t i v e l y . 
3J 
(C) HINDUSTAN PETROLEUM CORPORATION LTD« 
Ihe HPCL was s e t up on 15th J u l y 1974 by a c q u i r i n g 
t h e a s s e t s of ESSO EASTERN INC. U.S.A. i n I n d i a and became 
whol ly Government owned company. On 31 December, 1976, t h e 
Government of I n d i a a c q u i r e d Ca l t ex o i l Re f ine ry ( Ind ia ) 
L td , and merged i t wi th HPCL in May, 1978. 
The t h e n Esso Standard Ref in ing Company o f I n d i a 
Limited i s a l s o s i t u a t e d a t Trombay, n e a r Bombay, This was 
e s t a b l i s h e d i n 1954, The r e f i n e r y was capab le t o r e f i n e 
2 ,5 m i l l i o n t o n n e s of crude o i l p e r annum. The t h roughpu t 
du r ing t h e y e a r 1970 was 2,35 m i l l i o n t o n n e s . The p r e s e n t 
r e f i n i n g c a p a c i t y of t h i s r e f i n e r y i s 35,01 l akh t o n n e s and 
t h e a c t u a l t h r o u g h p u t s i n 1981-82, 1982-83, 1983-84 and 
1984-85 were 3 4 . 8 , 31 .2 , 33.08 and 33,2o lakh t o n n e s 
r e s p e c t i v e l y . 
The e r s t w h i l e C a l t e x O i l Ref in ing ( I n d i a ) L td . i s 
s i t u a t e d a t Visakhapatnam and was e s t a b l i s h e d i n 1957. 
O r i g i n a l l y , i t was capab le of p r o c e s s i n g o v e r 1,5 m i l l i o n 
tonnes of c rude o i l p e r annum. The t h r o u g h p u t d u r i n g t h e 
y e a r 1970 was 1,18 m i l l i o n t o n n e s . The p r e s e n t c a p a c i t y 
of the r e f i n e r y i s 4 5 , 0 lakh t o n n e s and the t h r o u g h p u t fo r 
t he yea r s 1981-82, 1982-83, 1983-84 and 1984-85were 1 1 . 8 , 
1 0 . 8 , 10.93 and 12,49 lakh tonnes r e s p e c t i v e l y . 
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The main o b j e c t i v e s of HPCL are re f in ing of crude 
o i l , manufacturing of l u b r i c a t i n g base o i l , manufacturing 
and blending of lubr i cant s , grease and petroleum products 
and r e l a t e d automotive a c c e s s o r i e s a l l over the country 
and marketing of LPG, 
The market p a r t i c i p a t i o n of HPCL in 1984-85 was 
18% of the t o t a l o i l industry s a l e , AS on March, 1985 the 
company had a t o t a l of 776 cooking gas (LPG), 
REFINERIES OPERATING UNDER I.O>C,L. 
A b r i e f d e s c r i p t i o n of the r e f i n e r i e s operat ing 
under the c o n t r o l of Indian Oi l Corporation Ltd, i s g iven 
in the fo l lowing paragraphs, 
( i ) GAUHATI REPINEBy-t 
The f i r s t publ ic s e c t o r r e f i n e r y a t Gauhati in 
Assam was commissioned in January, 1962, The Rumanian 
Government have provided the necessary t e c h n i c a l and 
f i n a n c i a l a s s i s t a n c e to the r e f i n e r y . O r i g i n a l l y , the 
re f inery had process ing capac i ty of 0.85 m i l l i o n tonnes 
per annum. Crude o i l comes from Nahorkatia, i n Assam, 
through a 400 km long p i p e l i n e . The re f inery i s equipped 
with Naphtha s p l i t t e r f a c i l i t i e s , so s p e c i a l cut naphtha 
i s made for the manufacture of petro-chemicals l i k e ortho 
and paraxylenes used i n the rtanufacture of p o l y e s t e r s t a p l e 
f ibre and yarn. I t has a l s o modernised i t s crude 
d i s t i l l a t i o n u n i t . This has r e s u l t e d in a sav ing of 5600 
tonnes of fue l o i l per year and increased the production 
of High speed D i e s e l o i l . 
"The Refinery during the f i n a n c i a l year 1972-73 
had processed 7 ,92 ,950 tonnes of crude o i l — about 43,000 
tonnes more than i t s designed capac i ty of 7 ,50 ,000 tonnes 
per year . S imi lar ly the kerosene re f in ing xmit o f the 
Refinery processed 1,22,750 tonnes of raw kerosene aga ins t 
Q 
62,710 tonnes during the corresponding period" 
The present re f in ing c a p a c i t y i s 8,5 lakh tonnes 
and during the years 1981-82, 1982-83, 1983-84, 1984-85 
and 1985-86 i t s ac tua l throughput was 7 ,5 , 8 , 0 , 8 , 7 1 , 7 , 6 1 , 
7.66 lakh tonnes r e s p e c t i v e l y and % capac i ty u t i l i z a t i o n 
during the year 1985-86 was only 90,1%, 
The petroleum products re f ined here are d i s t r i b u t e d 
t o the n o r t h - e a s t , and v ia a 435 km long p i p e l i n e t o S i l i g u r i , 
in West Bengal, From here they are transported t o o ther 
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consximing c e n t r e s , 
( i i ) BARAUNI REFINERY : 
The second publ ic r e f i n e r y a t Barauni in Bihar was 
contnissioned i n J u l y , 1964, This re f inery had been cons-
tructed with the t e c h n i c a l c o l l a b o r a t i o n of the USSR, The 
8 , Sethi P . C , , I ,O.C. News, A p r i l , 1973, p , l , 
9 . I .O.C.L, , Bringing Energy t o L i f e , 1987, p . 1 1 . 
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i n i t i a l capaci ty of two mi l l ion tonnes has been expanded 
t o three mi l l ion tonnes in January, 1969. Further 
expansicm to the tune of 3,3 mi l l ion tonnes per year was 
done in 1975. This re f inery processes the crude o i l 
received from Nahor Katia Oil f i e l d of Assam via 1190 tan 
Nahorkatia - Gauhati — Barauni p ipe l ines of Oi l indJa 
Limited. 
To meet the increasing demand of d i e s e l . Kerosene 
and cooking gas . Secondary process ing f a c i l i t i e s (Coking 
Units) have been e s t ab l i shed . Other secondary u n i t s y i e l d 
ca lc ined petroleum coke for the aluminium indus t ry , phenol 
e x t r a c t for the carbon black industry and s lack wax for 
the wax i n d u s t r y . A 669 km p i p e l i n e from Barauni t o Kanpur 
suppl ies petroleum products t o the surrounding a reas in 
Bihar and the e a s t and c e n t r a l p a r t s of Ut ta r Pradesh, 
At p resen t , Barauni \init i s producing major products 
l i k e Naphtha, Motor Gas, High speed Diesel O i l , Xdght 
Diesel Oi l , Aviation Turbine Fuel, Mineral Txirpentine 
Oil and Petroleum coke, e t c . 
The processing capaci ty of the r e f ine ry , a t present 
i s 33,0 lakh tonnes per annum. The a c t u a l throughput 
during the years 1981-82, 1982-83, 1983-84, 1984-85 and 
1985-86 was 3 0 , 3 , 30 .7 , 29.07, 28,96 and 27,65 lakh tonnes 
r e s p e c t i v e l y . The % capaci ty u t i l i z a t i o n during the year 
1985-86 was only 83.8%, 
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The r e f i n e r y for i t s operat ions depends upon i t s 
own thermal power s t a t i on comprising two turbogenera tors 
of 12 MW each. There i s a b a t t e r y of e ight txabe wells 
t o ensure constant flow of water t o the ref inery* 
There a re nearly 3000 employees on pay r o l l * There 
i s an ul tra-modem township and a s i t e colony with f u l l 
amenit ies for the employees. 
( i i i ) KOYALI REFINERY 
The t h i r d publ ic sec tor Refinery was cons t ruc ted a t 
Koyali near Vadodra In Gujrat and was commissioned in the 
second half (October) of 1965, The technica l and f i nanc i a l 
a s s i s t ance was provided by USSR, The i n i t i a l capaci ty of 
2 mil l ion tonnes was expanded t o 3 mil l ion tonnes in 
Septertiber, 1967. The capaci ty was fu r the r expanded to 4,3 
and then to 7,3 mil l ion tonnes in 19 78, Thus i t became 
Indian O i l ' s b i g g e s t r e f ine ry in Ind ia . I t processes crude 
o i l from Ankhleshwar, the nor th Gujrat Oil F ie lds , Bombay 
High and imported crudes . 
Special products l i k e Benzene and Toluene a re 
processed h e r e . I t has a modem f lu id c a t a l y t i c cracking 
un i t of 1.0 mi l l ion tonnes per annum t h a t converi;s the 
siirplus heavy res idues t o much-needed products l i k e d i e s e l , 
kerosene and cooking gas (LPG), 
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The re f inery feeds a l a r g e part of western and 
c e n t r a l India in the s t a t e s of Gujrat, Rajasthan and 
Madhya Pradesh. Most of the products are transported 
from the r e f i n e r y in r a i l tank wagons. A 116 km long 
product p i p e l i n e takes products t o Ahmedabad. 
This r e f i n e r y ' s capac i ty i s be ing expanded by 2 .2 
m i l l i o n tonnes . There are plans to i n s t a l a modern 
Hydrocracking uni t t o convert the heavy ends of crude t o 
middle d i s t i l l a t e s l i k e d i e s e l and kerosene. 
The present capac i ty of the re f inery i s 73 ,0 lakh 
tonnes and the actual throughput during the years 1981-82, 
1982-83, 1983-84, 1984-85 and 1985-86 were 7 0 . 4 , 7 0 . 9 , 
7 3 , 3 1 , 77,77 and 78.30 lakh tonnes r e s p e c t i v e l y and the 
percentage capac i ty u t i l i s a t i o n during the year 1985-86 
was 107.3%. 
( iv ) HALDIA REFINERY 
The fourth re f inery under Indian Oi l Corporation 
was cocrinissioned i n January, 1975. This re f inery i s l o c a t e d 
a t Haldia in West Bengal a t a d i s tance of 135 km, from 
Calcutta in the South, I t i s designed t o process 2 ,5 
m i l l i o n tonnes of imported crude o i l per annum. The crude 
o i l rece ived through tankers i s pumped i n t o r e f i n e r y by an 
o i l j e t t y . 
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The construction of th i s refinery iMtrked. a break 
through in indigenisation because i t was b u i l t largely 
with Indian experties and equipment. 
I t i s , in fact , one of the three ref iner ies in the 
country which produce various grades of liibe o i l base 
stocks. The lube sector has a propane Deasphalting unit 
that produces the high v i scos i ty index lube base stocks 
and bright stocks required for heavy - duty lubricants . 
The refinery predominantly feeds West Bengal, 
Orissa and parts of Bihar, A 269 km, pipel ine to Maurigram 
and Rajbandh and a 525 km pipel ine to Barauni f a c i l i t a t e 
the transportation of various products. Some products are 
moved along the coast l ine in barges. 
The refining capacity of Haldia refinery i s 25,0 
lakh tonnes per year whereas the "tiiroughput during years 
1981-82, 1982-83, 1983-84, 1984-85 and 1985-86 were 22.8, 
25,0, 25,80, 23,65 and 28,22 lakh tonnes respect ive ly . 
The % capacity u t i l i z a t i o n during 1985-86 was 112,9%, 
(v) MATHURA REFINERY 
The f i f th and the l a s t refinery t i l l now established 
in the public sector under I«0*C, Limited was commissioned 
in January, 1982, i t i s located at Mathura in Uttar Pradesh, 
This i s India's most modern refinery with the largest s ingle 
primary d i s t i l l a t i o n column and a processing capacity of s ix 
40 
mi l l i on tonnes per annum. This r e f ine ry was s e t up with 
the maximum amount of indigenous technica l know-how, 
equipment and s e r v i c e s . 
I t i s equipped with a modem f lu id c a t a l y t i c 
cracking un i t (FCCU) of 1,0 mi l l ion tonnes capac i ty . This 
up-grades heavy ends t o more valuable d i s t i l l a t e products 
l i k e LPG and Diese l , Uie r e f ine ry processes Bombay High 
and imported crude o i l pumped along the 1219 km long 
p ipe l ine from Salaya on West Coast , I t has a 513 km long 
p ipe l ine for t r anspor t ing products t o Ja landhar with t a p -
off poin ts a t Delhi and Aitibala, This has s u b s t a n t i a l l y 
helped the d i s t r i b u t i o n of products in the nor th and 
north-west of I n d i a . 
To meet the growing demand of petroleum products 
in t h i s p a r t of the country, where the r a t e of growth i s 
higher than the na t ional average growth r a t e , the capaci ty 
of t h i s r e f ine ry i s being expanded to 7,5 mi l l ion tonnes 
per annum by s u i t a b l e de-bot t lenecking measures. 
The presen t ref in ing capac i ty of 6,0 mi l l ion tcaines 
has usually been under u t i l i z e d during a few years in the 
immediate p a s t . The throughput in the years 1981-82, 1982-
83, 1983-84, 1984-85 and 1985-86 have been 55,2 , 38,4, 
52,23, 62,39 and 60,75 lakh tonnes r e s p e c t i v e l y . Only 
4x 
d u r i n g t h e y e a r 1984-85 and 1985-86 i t could ove r u t i l i z e 
i t s c a p a c i t y by 2.39 lakh and .75 tonnes r e s p e c t i v e l y . The 
% c a p a c i t y u t i l i z a t i o n dur ing t h e 1985-86 was 1 0 1 . 3 . 
(v i ) DIGBOI REFINERY 
Ihe Digboi r e f i n e r y of I n d i a n o i l ' s Assam O i l 
D iv i s ion i s pe rhaps t h e w o r l d ' s o l d e s t o p e r a t i n g r e f i n e r y . 
The D i v i s i o n was found i n Oc tober , 1981 when t h e r e f i n e r y 
and marke t ing a s s e t s and l i a b i l i t i e s of t h e Assam Oi l 
Company and Burma O i l Company ( I n d i a Trading) were v e s t e d 
i n Ind ian Oi l a f t e r n a t i o n a l i s a t i o n . Since then i t has 
made r a p i d growth and taken long s t r i d e s . This i s l o c a t e d 
a t about 40 km e a s t of Dibrugarh i n n o r t h - e a s t I n d i a and 
has a r e f i n i n g c a p a c i t y of 0 ,5 m i l l i o n tonnes p e r annum. 
I t was s e t xip i n 1901 a f t e r t h e O i l was d i s c o v e r e d in 
Assam and was r e - e s t a b l i s h e d i n 1923, A few more u n i t s 
were added in the subsequent y e a r . The equipment and 
machinery in t h e r e f i n e r y were a l s o up d a t e d . F u r t h e r 
modern i sa t ion i s a l s o i n p r o g r e s s . There a re p l a n s t o add 
a few more u n i t s l i k e a new c rude \m±t f o r d i s t i l l a t i o n , 
coking u n i t and c a p t i v e power p l a n t . 
The p r e s e n t r e f i n i n g c a p a c i t y of 5 lakh tonnes has 
c o n t i n u a l l y been o v e r - u t i l i z e d over t h e p a s t few y e a r s , 
l i k e fo r example i n the y e a r s 1981-82, 1982-83, 1983-84, 
1984-85 and 1985-86 t h e t h roughpu t qrere 5 . 0 , 5 , 2 , 5 ,49 , 
5 .31 and 5,29 l akh tonnes r e s p e c t i v e l y . The % c a p a c i t y 
u t i l i z a t i o n d u r i n g 1985-86 was lo5,ai '». 
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Besides them t h e r e a r e t h r e e more r e f i n e r i e s a l l 
p a r t i c i p a t o r y r e f i n e r y p r o j e c t i n t h e p u b l i c s e c t o r . T h e i r 
b r i e f d e s c r i p t i o n s a r e as f o l l o w s : 
( i ) COCHIN REFINERY 
This i s a p a r t i c i p a t o r y r e f i n e r y p r o j e c t i n t h e 
p u b l i c s e c t o r , t h e p r i n c i p a l c o l l a b o r t t o r s wi th t h e 
Government a r e Messers P h i l i p s Company, U.S.A. I t was 
commissioned i n September, 1966. The r e f i n e r y h a s o r i g i n a l l y 
been des igned t o produce 2 ,5 m i l l i o n tonnes pe t ro leum 
p r o d u c t s a n n u a l l y . The r e f i n i n g c a p a c i t y was l a t e r expanded 
t o 4 .5 m i l l i o n t onnes p e r y e a r . The th roughpu t d u r i n g the 
y e a r s 1981-82, 1982-83, 1983-84 and 1984-85, 3 1 , 2 , 3 1 . 8 , 
28.47 and 28.72 lakh tonnes r e s p e c t i v e l y . 
( i i ) MADRAS REFlNERy 
This is also a joint venture of the Government of 
India as major shareholder and National Iranian Oil Company 
and AMCO India Incorporated, U.S.A. The refinery was 
initially designed to process 2,5 million tonnes of crude 
oil per annum. The crude oil was obtained from Persian 
Gulf, Iran, It was commissioned in 1969, 
To meet the increased demand of petroleum products, 
the refining capacity was later expanded to 5,6 million 
tonnes per year. The throughput has continually been much 
4J 
l e s s than expanded c a p a c i t y d u r i n g the l a s t few y e a r s . For 
i n s t a n c e in t h e y e a r s 1981-82, 1982-83, 1983-84 and 1984-85 
i t has been 2 8 . 2 , 2 8 . 6 , 2 6,47 and 34 .13 lakh t o n n e s 
r e s p e c t i v e l y . 
( i i i ) BONGALIGAON REFINERY 
This r e f i n e r y was a l s o s e t up in t h e p u b l i c s e c t o r . 
I t s t a r t e d i t s p r o d u c t i o n i n t h e y e a r 1979, Th i s r e f i n e r y 
i s l o c a t e d a t Bongaigaon in Assann. Due to v a r i e t y and 
n a t u r e of i t s p r o d u c t s i t was named a s Bongaigaon Ref ine ry 
and p e t r o c h e m i c a l s L imi t ed , 
The r e f i n e r y has an i n s t a l l e d c a p a c i t y of 10 ,0 l akh 
tonnes where as i t s th roughput d u r i n g the y e a r s 1981-82, 
1982-83, 1983-84 and 1984-85 was 4 . 5 , 6 .0 , 6 ,49 and 7.52 
lakh tonnes r e s p e c t i v e l y . 
Apar t from a l l t h e s e r e f i n e r i e s d i s c u s s e d in t h e 
fo rego ing pages , t h e Government has a l s o approved t h e 
p r o p o s a l t o s e t up a r e f i n e r y wi th 60 lakh t o n n e s c a p a c i t y 
a t Karnal (Haryana) and Manglore i n t h e J o i n t s e c t o r . 
The r e f i n i n g c a p a c i t y and p roduc t ion d u r i n g t h e 
l a s t few y e a r s of t h e e x i s t i n g twelve r e f i n e r i e s a r e 
p r e s e n t e d i n t h e fo l lowing t a b l e . 
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TRANSPORTATION 
PIPELINES; 
Movement of crude o i l from o i l f i e ld to r e f i n e r i e s and 
of petrolexim products from r e f i n e r i e s t o var ious markets i s 
an important t a sk of o i l Indus t ry . I n i t i a l l y the t r a n s p o r t a -
t i o n of o i l was by road, r a i l and t o a l imited ex t en t by 
ba rges . P ipe l ines are most economical energy e f f i c i e n t way 
t o t r anspo r t crude o i l and petroleum products to various 
p a r t s of the country through t e r r a i n where no roads e x i s t . 
I t a l so helps t o reduce burden on ra i lways . With the e s t ab -
lishment of inland r e f i n e r i e s a t Gauhati and Barauni, p ipe -
l i n e t r anspor t a t ion f a c i l i t i e s have been made a v a i l a b l e . The 
f i r s t 1152 km p ipe l i ne was designed and constructed by Oil 
Ind ia Ltd, for t ranspor t ing crude o i l from Nahorkatia to 
Barauni v ia Noonmati, The f i r s t phase was completed in 
1962 and the second phase in 1964 r e spec t i ve ly . The p ipe l ine 
has a ra ted capac i ty of 40 lakh tonnes . For t r anspor t ing 
petroleiOT products from Barauni to spec i f i c markets a 
product p ipe l ine connecting Haldia-Barauni, Barauni-Kanpur 
was completed in 1966* The Barauni-Kanpur sec t ion ca r r i ed 
8 lakh tonnes of product during 1970-71. 
The Ankleshwar-Koyali crude p ipe l ine was completed in 
1965, Besides, t h i s Gujrat has the Kalol - Koyali crude 
p ipe l i ne , the Cambay - Dhxiraran Gas p ipe l ine and the 
Ank4leshwar - Baroda assoc ia ted Gas p i p e l i n e . 
4a 
The Koyali - Ahinedabad products p ipe l ine s t a r t e d 
functioning since 1966, I t moved 8,64 lakh tonnes of products 
during 1970-71, 
The Rajbandh-Durgapur Naphtha p ipe l ine has been 
completed r e c e n t l y . 
Indian O i l ' s p ipe l ine g r id , l i nks i t s r e f i n e r i e s with 
severa l d i s t r i b u t i o n channels — l ike inland i n s t a l l a t i o n s 
and terminals — to major consuming c e n t r e s , Indian o i l i s 
constant ly developing i t s na t ion - wide p ipe l ine network. 
Modern technology i s used when laying new systems and even 
inducted in to e x i s t i n g systems. Indian Oil today owns and 
operates 2631 km of product p ipe l i n e s and 1219 km of crude 
o i l p i p e l i n e s . They t ranspor ted 18,6, mil l ion tonnes of 
crude o i l and petroleum products in 1985-86, 
Eighteen pump s t a t ions maintain an e f f ec t ive pumping 
r a t e along the p i p e l i n e r o u t e s . These a l so ac t as boos te r 
s t a t i o n s to increase the capaci ty of the p i p e l i n e when 
needed. 
The Salaya - Viramgam - Koyali - Mathura p ipe l ine not 
only t ranspor t imported crude but a l so ca r r i ed waxy Bombay 
High Curde Oil to Indian O i l ' s in land r e f i n e r i e s a t Koyali 
and Mathura, The Gauha t i -S i l igu r i p ipe l ine bes ides t r anspor -
t i n g products for the Gauhati Refinery a l s o c a r r i e s products 
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of the Bongaigaon Ref inery and p e t r o c h e m i c a l s L i m i t e d , The 
Ha ld i a - Mourigram - Rajbandh-Barauni p i p e l i n e a p a r t from 
hand l ing Ha ld ia Ref inery p r o d u c t s , a l s o t r a n s p o r t s imported 
10 d e f i c i t p r o d u c t s . 
For t h e e f f i c i e n t and smooth o p e r a t i o n s of t h e s e 
p i p e l i n e s , s o p h i s t i c a t e d communication and c o n t r o l systems 
a r e i n s t a l l e d . Bes ides , normal t e l e p h o n e s , t e l e x and 
t e l e p r i n t e r c i r c u i t s , h igh u l t r a - h i g h f requency and m i c r o -
waves channe ls a r e u t i l i z e d . Computerised t e l e - s u p e r v i s o r y 
systems moni to r d e s p a t c h e s , d e t e c t l eakages and c o n t r o l t h e 
f low. New developments a r e t a k i n g p l a c e i n t h e communica-
t i o n s system th rough f i b r e o p t i c s and s a t e l l i t e communica-
t i o n s . ^ ^ 
OFF-SHORE OFF-LOADING 
On I n d i a ' s wes t c o a s t , off t he Gulf of Kutch, I n d i a n 
O i l has a f l o a t i n g S i n g l e Buoy Mooring System (SBM) t h a t 
moors auper t a n k e r s and d i s c h a r g e s imported c rude o i l a s 
w e l l as t r a n s p o r t s Bombay High Crude t o g i a n t s t o r a g e t anks 
on s h o r e . The SBM h a n d l e s crude o i l t a n k e r s r a n g i n g from 
v e s s e l s wi th 50,000 t o 80,000 t onnes c a p a c i t y t o the very 
l a r g e crude c a r r i e r s of 1,5 t o 2 ,69 l akh t o n n e s . 
10 , IOC, Br ing ing Energy t o L i f e , p , 2 i , 
1 1 . I b i d , p , 2 2 . 
48 
The c rude o i l from g i a n t t a n k e r s i s d i s c h a r g e d v i a 
a f l o a t i n g p i p e l i n e t o the SBM, Prom t h e r e i t f lows through 
an under wa te r p i p e l i n e to t h e shore t ankages of 7 .5 lakh 
k l . c a p a c i t y . I t i s then pumped th rough t h e p i p e l i n e t o 
t h e Guj ra t o r Mathura R e f i n e r y . 
To meet t h e i n c r e a s e d r equ i r emen t s of t h e s e two 
r e f i n e r i e s a f t e r t h e i r expans ion i t i s proposed t o i n s t a l 
a second SBM a t S a l a y a . 
One more p i p e l i n e i s expec ted t o be conmiss ioned very 
soon as i t i s a t t h e ve rge of c o m p l e t i o n . This p i p e l i n e runs 
through Hazeera - B i j apu r - J a g d i s h p u r (H-B-J ) , 
Indian O i l ' s e x p e r t i e s i n p i p e l i n e technology cover s 
eve ry a s p e c t from f e a s i b i l i t y s t u d i e s t o d e s i g n i n g c o n s t r u c -
t i o n and s u p e r v i s i o n of a p i p e l i n e network. Today i t 
p r o v i d e s c o n s u l t a n c y s e r v i c e s i n p i p e l i n e - t e c h n o l o g y . ' 
PRODUCT PIPELINES AND CRUDE PIPELINES 
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The following is the network of product as well as 
crude pipelines in the country. 
PRODUCT PIPELINES 
EAST - G a u h a t i - S i l i g u r i 
- Barauni-Kanpur 
- Haldia-Mourigram-
Rajbandh 
- H a l d i a - B a r a u n i 
LENGTH 
IN KM 
435 
669 
269 
525 
YEAR 
ING 
OF CO^MISSION-
1964 
1966 
1974 
1967 
12, I.O.C. op,cit, p,23. 
Major Inland Pipelines 
SALAYA 
lOtGSOl ^ • N A H O R K A T I Y A 
LEGEND 
• • CRUDE (IOC) 
mm PRODUCT (IOC) 
• • • CRUDE (Oil India) 
• - ^ PRODUCT (HPC) 
A IOC REFINERIES 
4cj 
WEST - Koyali-Ahmedabad 116 1966 
NORTH - Mathura - Delhi - 513 2527 1982 
Arribala - J a l a n d h a r 
CRUDE PIPELINES 
WEST - Salaya - Viramgam 275 1978 
- Viraragam - Koyal i 141 1978 
- Viramgam - Mathura 803 1219 1981 
T o t a l 3746 
Source : Ind ian O i l Corpora t ion - Br ing ing Energy t o L i f e , 
p . 2 1 . 
MARKETING & DISTRIBUTION 
Indian O i l ' s marke t ing and d i s t r i b u t i o n o p e r a t i o n s 
began w i th h a r d l y any i n f r a s t r u c t u r e . I t began w i t h s e l l i n g 
imported ke rosene o i l and g r a d u a l l y developed an e x t e n s i v e 
marke t ing and d i s t r i b u t i o n ne twork . Today t h e r e i s a wide 
range of p r o d u c t t h a t i s d i s t r i b u t e d i n every c o r n e r of t h e 
c o u n t r y . The p r o d u c t range r e a c h e s a wide spect rum of 
cus tomers : 
( i ) The Domestic S e c t o r - t o t h e households i n a smal l 
v i l l a g e l o c a t e d i n t h e l a p of l o f t y Himalayas, l i k e Leh 
s i t u a t e d a t 11,300 f t . above sea l e v e l , t o teeming m i l l i o n s 
i n overpopu la ted c i t i e s l i k e Bombay, Madras, C a l c u t t a and 
D e l h i , For p e o p l e l i v i n g in remote and once i n a c c e s s i b l e 
u 
parts of the country kerosene i s very important. I t i s 
essent ia l for illumination and cooking needs. I.O.C. 
d is t r ibutes i t s kerosene through 2757 dealers . Reaching to 
remote places is vBually a complex operation because the 
ter ra in and climate varies a l l the time. Sometimes h i l l 
areas are cut-off by snow f a l l and land-sl ides . To overcome 
these pr<*>lems Indian Oil has to make constant innovations 
in i t s d is t r ibut ion system. Thus i t ensures that kerosene 
i s always available a t a reasonable pr ice , 
( i i ) The Transport Sector - for every conceivable means of 
locomotion, Indian Oil provides fuel and lubr icants . I t 
does so for a l l transport system — Petrol for a two wheeler 
to j e t fuel for a modem a i r c r a f t . Thus i t serves road, 
r a i l , sea and a i r transport in several respects . Ihere are 
5155 Indian Oil Petrol/Diesel Stations in the c i t i e s , on the 
highways and even in rural areas, and the number continues 
to grow. For large users like railways and s t a t e transport 
undertakings pumps and tanks are ins ta l led for the i r 
exclusive use. Today IOC is Ind ia ' s largest supplier of 
aviation fuels supplying 70% of the requirements to both 
national and international a i r l i n e s . I t earns valuable 
foreign exchange by supplying aviation fuel to foreign 
a i r l i n e s . 
( i i i ) The Industr ia l Sector - for industries b ig and small, 
from bicycles to a i rcraf t and s t e e l to power generation and 
dis t r ibut ion, a l l industries are obliged to o i l and o i l 
products. Nearly 801^^ of the major industries in India are 
Indian Oi l ' s customers. Power, cement. Aluminium, machine 
tools . Automobiles and small scale industries depend on 
Indian Oil and other re f iner ies ' products for t he i r survival 
and growth. Special products are developed and produced for 
specific industr ies , Indian o i l ' s objective i s not merely 
to s e l l but to serve by optimising the use af precious 
petroleum resources, 
(iv) The Agricultural Sector - from fuel and lubricants 
that are essent ia l for mechanised fanning in rxiral areas; 
to essent ia l daily necessit ies dis tr ibuted through i t s 
Multi-purposes Distribution cent res . I.O,C, and other corpo-
rations and ref iner ies have helped substantial ly in 
achieving self-rel iance by ass is t ing Green Revolution 
and Indust r ia l i sa t ion in the country. 
The Green-Revolution has made India a surplus food-
grain producer with mechanisation special seeds and f e r t i l i -
ze rs . Adequate petroleum products l ike diesel and lubricants 
are essential for pump se t s , t rac tors and other equipments, 
Indian Oil and others have adopted innovative s t ra tegies for 
effective marketing in rural areas . Low cost r e t a i l ou t le t s , 
multi-purpose dis t r ibut ion centres were se t up. These 
centres are one-stop-service-points that also s e l l agr icul-
txoral items l ike f e r t i l i z e r s , pest icides, seeds, t r ac to r 
spare parts e t c . The production of f e r t i l i z e r s for 
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ag r i cu l tu re i s l a rge ly dependent on the o i l i n d u s t r y . I t 
suppl ies naphtha as feed - stock to the f e r t i l i z e r indus t ry . 
(v) The Defence Sector - the Army, the Navy and the Air 
Force - a l l r e ly on o i l industry spec ia l ly I .O.C. for t h e i r 
petroleum requirements . 
LPG DISTRIBUTION : The housewife find i t more convenient 
to-day t o cook with LPG, Though i t s marketing in se l ec t ed 
areas had begun as ea r ly as i n 1950's , bu t i t became popular 
in m i d - s i x t i e s . As the petroleum products brought about 
revolut ion in a g r i c u l t u r e , indus t ry and t r an spo r t so i t did 
in the ki tchen a l s o , LPG, now-a-days, i s considered to be 
a very safe fuel and i s g rea t ly in demand. Seven years back 
l e s s than 2 mi l l ion households had Indian O i l ' s LPG, Indane. 
But t o day more than 5,5 mi l l ion household, have i t ; 1327 
d i s t r i b u t o r s make i t ava i lab le in 665 towns. Over 5036 
customers use Indane. Apart from Indian O i l ' s suppl ies BPCL 
and HPCL e t c , a l s o c a t e r to t he LPG needs of the nat ion at 
l a r g e . Bulk LPG i s t ranspor ted by spec ia l ly fabr ica ted r a i l 
wagons and trucks t o b o t t l i n g p l a n t s where i t i s f i l l e d in 
14,2 kg capaci ty cy l inde r s . Indian Oil has 15 b o t t l i n g s 
p lan t s with automatic modern f i l l i n g machines. The ef fec t ive 
b o t t l i n g capaci ty i s 7,59,000 tonnes per annum as on 31st 
March, 1986, out of which 583,000 tonnes are owned by IOC. 
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ENVIRONMENTAL PROTECTION MEASURES 
•Hie commitment to protect the environment was pursued 
vigorously during the past few years. The facilities 
provided for the control of environmental pollution were 
operated quite satisfactorily. Besides monitoring perfor-
mance of existing facilities, the pollution control cells in 
refineries reviewed augmentation and modernisation of 
facilities for achieving better results and standards. 
Water Pollution Control; The quality of the treated 
effluent from the refineries are monitored on daily basis. 
The performance of the effluent treatment plants has been 
found satisfactory. For improving performance facilities 
were augmented in different refineries. 
Air Pollution Control: Ambient air quality is monitored 
regularly by all the refineries and the concentration levels 
are well within the national/iJ^temational standards. 
The Taj Mahal at Agra, 60 km. from the Mathura 
refinery, faces no pollution problem from it. Because Indian 
Oil has taken extensive anti-pollution measures. Only low 
sulphur fuel oil and sulphur free fuel gases are used in 
its furnaces. Three air monitoring stations between 
Mathura and Agra, out of which one is near the Bharatpur 
Bird Sanituary, and a mobile air monitoring van continuously 
monitor air quality. Consequently in Mathura-Bharatpur-
Agra region no adverse impact due to Mathura refinery 
Operations was observed. 
Occupational Environment & Health Monitoring. 
The occupational health monitoring of Radiographers 
and workers in Tetra Ethyl Lead (TEL) and Benzene handling 
areas was continued. Steps have been taken to widen the 
scope of occupational environment and health monitoring of 
employees in the refineries. 
Tree Plantation; Since trees play an important protective 
role and also help in improving environment, a planned 
policy of tree plantation has been carried out over the 
years. During 1985-86 over 5,000 trees have been planted 
in townships and at work sites. Over one lakh trees have 
so far been planted and nurtured in and around refineries 
operating under IOC, 
Assistance from Experts; 
Over the years assistance was sought from the Indian 
Meteorological Department in assessing the likely impact of 
the additional secondary processing facility proposed to 
be set up at Gujrat refinery on the air quality in the 
neighbourhood. The report which have since been received 
confirms that the equipment and steps planned by IOC for 
the project would lead to negligible air pollution and would 
hardly have any impact on the environment. 
At the request of the corporation the Aligarh Muslim 
University has agreed to assist in developing an experimental 
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a g r i c u l t v i r e farm a t t h e Mathura R e f i n e r y . This farm w i l l 
use t r e a t e d e f f l u e n t from t h e r e f i n e r y fo r i r r i g a t i o n t o 
a s s e s s i t s impact on c r o p s , y i e l d , s o i l c h a r a c t e r i s t i c s 
e t c , i n a s c i e n t i f i c manner. 
NATURE OF THE PROBLEMS FACED BY THE INDUSTRY 
The Pe t ro leum i n d u s t r y i n I n d i a i s conf ron ted wi th 
t h r e e major problems v i z ; low r e f i n i n g c a p a c i t y , s h o r t a g e 
of c rude o i l / l o w crude r e s e r v e s and f i n a l l y p e r s o n n e l 
p rob lems . Though t h e r e f i n i n g c a p a c i t y of Ind i an r e f i n e r i e s 
has i n c r e a s e d t remendous ly ove r a p e r i o d of more t h a n t h r e e 
and h a l f decades , but s t i l l i t i s no t a b l e t o cope wi th t h e 
p r e s e n t r e q t i i r e m e n t s . With a meagre 0,25 m t s , p e r annum 
in 1950 the r e f i n i n g c a p a c i t y h a s gone up very h igh and i t 
i s somewhere i n t h e r eg ion of 45 ,55 m t s , p e r annum. As the 
demand for pe t ro leum p r o d u c t s was i n c r e a s i n g a t t h e r a t e of 
9 p e r c e n t p e r annum dur ing 1970 ' s r e f i n i n g c a p a c i t y had t o 
be i n c r e a s e d t o a t o t a l of about 48 t o 50 m i l l i o n tonnes by 
the end of t h e l a s t decade . The Government made v a l u a b l e 
e f f o r t s t o b r i d g e up t h i s gap by e s t a b l i s h i n g a d d i t i o n a l 
r e f i n e r i e s and a l s o by enhancing c a p a c i t y of t h e e x i s t i n g 
r e f i n e r i e s , b u t s t i l l i t could no t do so and t h e c o u n t r y 
h a s t o import huge q u a n t i t y of pe t ro l eum p r o d u c t s from 
o u t s i d e , I nd i an O i l as t h e n a t i o n ' s c a n a l i s i n g agency f o r 
t h e import and e x p o r t of crude o i l and pe t ro leum p r o d u c t s 
imported over 3,5 m i l l i o n tonnes of pe t ro leum p r o d u c t s and 
tio 
2 00 thousand tonnes of l\;ibricants in 1985-8 6 and that 
continues even to-day. 
So far as the problem of crude o i l i s concerned, 
i t s requirement has been increasing and will continue to 
increase tremendously in order to cater to the needs of the 
country. Even to-day there is a big gap between our consump-
tion and refining and also between refining and production 
due to shortage of crude o i l and crude reserves. The 
difference, to some extent, i s being minimised by importing 
crude from various outside sources. In 1970, India imported 
11,7 million tonnes of crude whereas in 1985-86 the imported 
crude o i l was to the tune of 15,24 million tonnes, 
petroleum industry, being a key industry, requires to 
be assured of continuous operation in production, refining 
and transportat ion. This need to be paid ful l a t tent ion, 
because, stoppage of work even for a short period of time 
will lead to a l o t of dislocations and resu l t in to colossal 
losses . Though s t r ikes are not very common in o i l refining 
industry and indus t r i a l re lat ions are very smooth, peaceful 
and cordial, yet they have been launched several times, 
causing huge losses to the industry and ultimately to the 
ent i re nation. This highlights the significance of the a r t 
of managing men and maintaining indus t r ia l re la t ions in 
individual refining units as well as in the industry as a 
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whole. Personnel Management, policies and practices are 
important because they help in quick diagnosis, tactful 
handling and immediate solution of personnel problems and 
thus avoid xinnecessary bottlenecks causing interruption 
in production, refining and transportation process. 
A N D { v j A N A G E M E N T 
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CHAPTER-II 
MANPOWER PLANNING AND MANAGEMENT 
Manpower is the most important input to a business 
enterprise or an industry. It is one of the 5 Ms of the 
business organization. For an efficient working of any 
business organization it is of utmost importance to ensure 
the availability of five Ms of right quality at right time 
and in right quantity. These M's stand for men, money, 
machines, material and managerial talents (methods). Money, 
materials and machines present different types of problems 
than are posed by men and management. Machines and materials 
have explicit and observable characteristics which can be 
easily identified. There is no problem of identification 
in case of money as it has uniform characteristics and can 
be put to generic use. However, gathering together men of 
required talents carries with it uncertainties. Men have 
certain hidden characteristics which can not be identified 
in an easy way. Moreover, there is no specifically defined 
market for men as such. Hence, manpower planning and 
management is essential for every business organization in 
general and for oil refining industry, in particular, in 
order that right type of men are available at right time. 
To have men of required talent at one time is not guarantee 
for sitting contented for all times to come or even for a 
longer period of time in the face of technological develop-
ment and changing technologies particularly when the pace 
of change is so rapid that today's skilled becomes ignorant 
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of totntnarow's change . Manpower i s t h e only a s s e t of an 
o r g a n i s a t i o n t h a t a p p r e c i a t e s t h r o v j ^ u s e whi le o t h e r s l i k e 
machinery , m a t e r i a l s and money d e p r e c i a t e . Thus, i t should 
be managed and used p r o p e r l y , 
WORK FORCE STRUCTXJRE IN REFINERIES 
To have a complete idea about any p a r t i c u l a r l a b o u r 
fo r ce and i t s s t r u c t u r e f u l l knowledge of i t s v a r i o u s 
c o n s t i t u e n t s i s r e q u i r e d . This i s a l s o n e c e s s a r y i n t h e 
s ense t h a t i t w i l l be h e l p f u l i n p l a n n i n g ahead. The 
composi te work- force s t r u c t u r e i n d i f f e r e n t u n i t s of o i l 
r e f i n i n g i n d u s t r y i n I n d i a , i s v e r y t y p i c a l and h i g h l y 
complex. The l a b o u r employed by t h e r e f i n e r i e s may be 
c l a s s i f i e d under t h r e e broad c a t e g o r i e s and then be f u r t h e r 
s u b - c l a s s i f i e d on t h e bases of s k i l l , t e n u r e of s e r v i c e and 
n a t u r e of work and t a s k t o be performed. 
According t o the d i f f e r e n c e in s k i l l r e q u i r e d for the 
performance of d u t i e s t h e r e may be s k i l l e d , s e m i - s k i l l e d 
and u n s k i l l e d w o r k e r s , 
( i ) S k i l l e d Workers 
O i l r e f i n e r i e s r e q u i r e a c o n s i d e r a b l e nximber of 
o p e r a t o r s and t e c h n i c i a n s in d i f f e r e n t g rades t o perform 
complex and compl i ca t ed jobs and t a s k s t h e r e i n . This i s 
e v i d e n t from the f a c t t h a t only Barauni u n i t has employed 
a lmos t 1500 s k i l l e d workers o u t of app , 3000 in a l l and 
bu 
and Gauhati has approximately 425 skil led workers including 
operators and technicians. The absolute as well as relat ive 
number of skil led personnel is generally very high in 
ref iner ies , A ski l led worker i s qualified to perform almost 
any work done by members of the trade while a technician may 
be expressed as a person having specialised in indus t r ia l 
a r t and science and having experience in indus t r ia l practices 
and who i s employed in an indus t r ia l undertaking in a 
capacity in which such a specialised knowledge and experience 
are u t i l i zed . For a ski l led labour special education and 
training are absolutely necessary. They can be a t t rac ted 
from ins t i tu t ions l ike Indian i n s t i t u t e s of Technology. 
( I . I . T ' s ) , Colleges of Engineering and technology. Polytech-
nics, Industr ial Training In s t i t u t e ( I .T . I ' s ) and o thers . 
Sometimes certain people, even without formal t raining and 
education become competent and sk i l l ed due to t he i r long 
experience and recurrent practices over a period of time, 
( i i ) Semi ski l led 
A semi-skilled worker i s one who also requires 
education and training in industry but not to tha t extent 
to which a sk i l led worker needs, Arovind 300 semi-skilled 
workers were employed in Baraxoni unit while in Gaxihati and 
Cochin refineries the number i s considerably less as 
compared to that of Barauni uni t depending on their scale 
and volume of production. 
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(iii) Un-skilled 
An unskilled worker on the other hand reqioires no 
special knowledge and training. He requires no previous 
training and expertise for the pprformance of the job he 
is engaged for. He is like a novice with no trade ability 
at all. This type of workers are easily available in 
abundance in almost all parts of the country. The number 
of such workers in Barauni was near about 550 while in 
Gauhati unit it was near about 200 only. 
Besides these three categories of workers there are 
clerical, supervisory and managerial personnel also. Apart 
from them there are many employees who are not directly 
engaged in the productic«i process of the refineries but tiiey 
are rendering services on allied service stations like 
dispensaries, hospitals, security posts, schools and bus 
services. Whatever may be the number of such employees, 
almost all the oil refining units have employed more or 
less the same type of workers. 
These workers can be further classified according to 
their tenure of service in the following groups, 
( i) Permanent 
A permanent employee i s one who has s a t i s f a c t o r i l y 
completed his prdaat ionary period and has been confirmed 
in h i s job and whose name has been included in the company's 
muster r o l l of permanent employees. I t includes a l l those 
workmen who were confirmed p r i o r to the date when the 
standing orders were c e r t i f i e d and those have been confirmed 
l a t e r from time to t ime. 
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( i i ) probat ioner 
A probat ioner i s one who i s p rov is iona l ly employed 
other wise than as a temporary employee and has not completed 
a s a t i s f a c t o r y se rv ice of s ix months without break from the 
s t a r t of the p roba t ion . The probat ion period s h a l l o rd ina r i ly 
be s ix months, but the period may be extended t o 12 months, 
and mor^ than t h a t in some cases , 
( i i i ) Te.nnporary 
A temporary employee i s one who i s engaged for work, 
which i s e s s e n t i a l l y of temporary na ture , l i k e l y to be 
furnished within a l imi ted per iod, or one engaged for a 
temporary per iod aga ins t a permanent post as a s u b s t i t u t e 
for a regular incunibent who i s temporari ly absen t . 
(iv) Apprentice 
An apprent ice is a l ea rne r , vftio i s paid a nominal 
allowance during the period of h i s t r a i n i n g and whose teirms 
and conditions of service s h a l l be governed e i t h e r by 
spec ia l agreement or by the provis ions of the Apprentice 
Act, 1961, as the case may be . The company i s not obliged 
to employ him on conclusion of h i s appren t icesh ip , 
(v) Casual 
A casual workman means a worker who is employed for 
work which is essentially of an occasional or casual nature 
and who may be employed or whose service may be terminated 
according to the requirements of the Company, 
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(vl) Trainees 
Though vocat ional t r a i n i n g programmes are a l s o arranged 
for the employees in the r e f i n e r i e s but the term " t r a inees" 
i s general ly appl ied for the engineers of d i f f e r e n t branches 
l i k e mechanical, e l e c t r i c a l , e l e c t r o n i c s and chemical e t c . 
who have already been appointed. Being young and fresh 
col lege graduate they are not supposed to be wel l -versed 
and experienced in t h e i r jdbs, hence they need appropr ia te 
t r a i n i n g both in theory as wel l as in p rac t ice according to 
t h e i r job requirements . During the period of t h e i r t r a in ing 
they a r e paid a consol idated amount as t h e i r s t i p e n d i a r i e s . 
According t o the s tanding orders of Cochin Refinery 
t r a i n e e means a l ea rne r who Is engaged to undergo t r a i n i n g 
in terms of a spec ia l agreement, with or without s t ipend, 
provided that during h i s t r a i n i n g he s h a l l not be u t i l i s e d 
in place of a r egu la r employee and the company i s not 
obliged to e-nploy hixn on completion of h i s t r a i n i n g . 
(v i i ) Badli or s u b s t i t u t e 
Badli means a workman who has been appointed on the 
post of a permanent workman or probat ioner who i s tempora-
r i l y absent . 
These workmen can again be divided in to the following 
groups according to the nature of job performed by them. 
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(i) Factory Employees 
Factory s taf f are those who have been engaged in the 
factory work, tha t is to say in production work or manufac-
turing process. These factory workers can further be 
categorised under various small groups according to the 
nature of the i r work. 
( i i ) Administrative s taff 
In the category of administrative staff generally 
those persons are included who are executives of a t l ea s t 
supervisory level and above. They are concerned not only 
with manufacturing or processing but they may also be 
related to other departments l ike personnel,finance, accounts, 
marketing and stores e tc . 
( i i i ) Office Staff 
Office staff , as the term suggests, are those who 
have primarily been engaged for office work such as clerks 
of different grades, steno-graphers, typ is t s , and cashiers 
e t c . 
Besides a l l these three groups under *c* c lass i f ica t ion 
there are miscellaneous workers who are engaged in medical 
services, bus services, f i re brigade s ta t ions , academic 
ins t i tu t ions , securi ty guards,check posts, sanitary provisions, 
health services, gardening and other menial works. 
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MANPOWER PLANNING 
Now it seems apt to consider the core policy areas 
of personnel management. Since each firm faces almost 
identical problems in developing and maintaining an effective 
labour force progressive companies try to establish and 
maintain systematic policies to ensure a continuous flow of 
qualified and competent personnel at all the levels and all 
the time. This is a continuing function as no organization 
is supposed to be static one. Employees are always leaving, 
retiring and becoming handicapped due to accidents leading to 
injuries. Besides changes and developnent in technology 
and technological process are continually taking place and 
new methods of work are perpetually evolved and developed. 
Similarly programme for continuous expansion of the company 
also necessitates increase or decrease in nxjmber and a 
change in the constituents of present workforce. In the 
following pages the alternative methods of developing this 
stream of manpower and various criteria for judging the 
effectiveness of manpower policies adopted by the varioxis 
units of refining industry in India will be thoroughly 
examined. 
Decision making and forward planning are the two major 
functions of business management - Decision making means 
selecting one best course of action out of two or more 
courses of action open to the organization, while forward 
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planning means es tab l i sh ing plans for fu ture . The typ ica l 
nature of the l a t t e r function s i g n i f i e s t h a t the management 
i s to plan for future which i s uncer ta in and unforseen. 
Since people a r e bound to work in an uncer ta in ly framework 
hence there i s no way out except es t imat ing and forecas t ing 
for which past experiences, present condit ions and est ima-
t ion for future work as a mi les tone . Various mathematical 
and s t a t i s t i c a l too ls are a l so of g rea t use in t h i s p rocess . 
The Skills which have pr imari ly been developed by the 
management t o plan for new demands, new markets, new 
c a p i t a l investment and new development programmes a re now 
being applied to personnel f i e ld as w e l l . This new approach 
i s commonly known as manpower planning or more recen t ly as 
human resource planning. 
Norrowly expressed, manpower planning means forecas -
t i n g the p r ed i c t i on of the number of people, t h e organizat ion 
w i l l have t o h i r e , t r a i n or promote in a given pe r iod . 
Broadly speaking, manpower planning represents a. systems 
approach to personnel in which the emphasis Is on the i n t e r -
r e l a t i onsh ips among various personnel p o l i c i e s and programmes. 
The f i r s t and foremost s t e p in any planning e f f o r t i s 
t o get some idea about what has been the t rend of the flow 
of people in to and through and out of the o rgan i sa t i on , 
c e r t a i n l y the pas t i s not going t o repeat i t s e l f p r ec i se ly 
bu t some p ic ture of the dynamic i n t e r - r e l a t i o n s h i p s among 
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these personnel in flows wi l l he lp manageoient t o p r e d i c t 
i t s needs a t l e a s t in the shor t - run . 
Ha i r e ' s model, i l l u s t r a t e d below, for example, gives 
a good o v e r - a l l view of personnel movement within a Single 
Organisat ion. 
Time 
Level F i r s t period Second Third Period Period 
Leave 
Organi-
za t ion 
No. of Latera l New Promoted 
Employees movers h i r e s 
I <• 
I I <—2 o r 3 
III«—20-
IV «—20a 
V «—500-
The above model shows five different levels in the 
organization. At each level of hierarchy some people leave 
the organization as it is evident that 20 persons from 
level III left the organization while 77 are the lateral 
movers. It means that part from 20, who left the organi-
1. Mason Haire 'Approach to an Integrated Personnel Policy' 
Industrial Relations, volume I. No.2 (February,1968), 
p.108 as quoted by Strauss & Syles in their book 
Personnel, 1977, p.376. 
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zation three more could not move laterally, rather they 
have been promoted to higher step in the organisational 
hierarchy and, therefore, have moved vertically. To fill 
up this gap of 23 persons 13 were hired a fresh and the 
deficiency of remaining 10 was fulfilled through promotion 
from IV level. The model predicts how many new persons 
must be hired at each level to maintain a stable system. 
The model can also be used to predict the outcomes of 
other types of changes in the workforce. If the rate of 
skill development and consequently that of promotion to 
higher position is appreciable, the model also indicates 
that hew many additional appointments mxist take place at 
lower level to fill up those gaps and how many should be 
reduced at higher levels. Similarly, if rate of turnover 
and accidents can be reduced in one way or the other the 
implications of reduced hiring can be easily spelled out, 
Inspite of several arguments and immense support to 
the need and usefulness of manpower planning and its fore-
casting it is worth confessing that forecasting is still 
far from exact science. While advance planning is very 
much useful for anticipating future manpower requirements 
management must be aware of the fact that such forecasts, 
to a great extent, depend upon the continuation of trend 
and the trend may change due to a change in the variables 
influencing such trends for example a decline in the economy 
may change drastically. 
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Modern practices^ particularly in Western Countries, 
provide various techniques and procedures for the estimation 
of manpower requirement such as personnel qualifications 
or specifications are defined by job specifications, 
qualitative requirements are developed through various 
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methods of t ime s tudy and work measurement, 
JOB ANALYSIS 
This i s i n i t i a l s t e p in t h e e s t i m a t i o n of manpower 
r e q u i r e n e n t s . A job i s def ined as t h e c o l l e c t i o n of t a s k s 
d u t i e s and r e s n o n s i b i l i t i e s . I t i n c l u d e s many p o s i t i o n s 
a t a t ime and each p o s i t i o n i s performed by d i f f e r e n t 
i n d i v i d u a l s . Hence job i s impersona l where as p o s i t i o n i s 
p e r s o n a l . Job a n a l y s i s i s a p rocedu re by which t h e f a c t s 
wi th r e s p e c t t o each job and s y s t e m a t i c a l l y d i s c o v e r e d and 
noted down. In f a c t i t i s the anatomy of a j ob th rough 
which t a s k s , p r o c e s s , r e s p o n s i b i l i t i e s and p e r s o n a l 
r equ i rements a r e de te rmined . I t may a l s o be termed as job 
s t u d y . 
Any job a n a l y s i s may i n c l u d e t h e fo l l owing in fo rma t ions , 
1, Complete identification of job; 
2, The duties performed on the job; 
3, The responsibilities involved in the job; 
4, The condition under which the job is to be performed; 
and 
2. Dale Yoder. Personnel Management & Industrial Relations, 
Prenticr Hall of India (PA) Limited, New Delhi, 1969, 
p.279. 
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5 . The p e r s o n a l q u a l i f i c a t i o n r e q u i r e d by the j o b . 
The j o b a n a l y s t s may s e c u r e t h e s e i n fo rma t ions from 
t h e fo l lowing s o u r c e s : 
( i ) by q u e s t i o n i n g the persons a l r e a d y doing t h e j o b ; 
( i i ) by a sk ing t h e s u p e r v i s o r o r manager concerned wi th 
t h e j o b ; 
( i i i ) from o t h e r s f a m i l i a r w i th t h e j o b ; and 
( iv ) through p e r s o n a l < ^ s e r v a t i o n s . 
I n f a c t each of t h e s e methods have some d i s a d v a n t a g e s 
s t i l l t h e c o n t r i b u t i o n s made by t h e s e t e c h n i q u e s w i l l 
d e f i n i t e l y p r o v i d e t h e b e s t means of g a t h e r i n g r e l e v a n t 
in fo rma t ions r ega rd ing the j o b . 
JOB DESCRIPTION 
A job d e s c r i p t i o n i s a s y s t e m a t i c o u t l i n e of i n f o r -
mat ions ob ta ined from no te s t aken and r e c o r d e d in t h e j o b 
a n a l y s i s r e p o r t . I t d e s c r i b e s t h e work t o be performed, 
t h e r e s p o n s i b i l i t i e s invo lved , t h e s k i l l o r t r a i n i n g 
r e q u i r e d , t h e c o n d i t i o n s under which t h e j o b i s t o be 
performed and i t s r e l a t i o n s h i p wi th o t h e r j o b . 
Job d e s c r i p t i o n in b a s i c n o t on ly f o r p e r s o n n e l 
s e l e c t i o n but t o many o t h e r p e r s o n n e l programme a l s o . 
J o b a n a l y s i s and job d e s c r i p t i o n i s u se fu l f o r t h e fo l lowing 
major pu rpose s . 
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1, Determination of the one best way of doing a job 
and establishing the standard method and time (Time and 
motion study), 
2, Preparation of job requirements to a s s i s t the employ-
ment group in procuring personnel with proper qual i t ies 
(job Specification). 
3, Determination of hazards existing in job s i tuat ion 
(Health and accident invest igat ion) , 
4, Determination of the nature, duties, respons ib i l i t i es 
and similar factors of the jobs for t ra ining and other 
personnel administration functions. (Training and personal 
counselling e t c . ) . 
5, Determination of job values in order to establ ish 
3 
wage rates (Job Evaluation) , 
In short job description is a source of basic 
informations for a l l manpower planning in broader sense. In 
fact such descriptions are essent ia l for recruitment, 
select ion, t ra in ing, work-load, incentives and salary 
administration as well as discussed in subsequent sections 
and chapters. 
The informations need for a l l the above purposes 
are roughly se t out in the following format. 
3. Alford and Beatly, Op.cit, p,653. 
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JOB DESCRIPTION FORMAT 
Job Title • 
Department/l 'Ocs ' t ion 
Age/range Sex (where e s s e n t i a l ) 
1. Main Routine Dut ies 
2 . R e s p o n s i b i l i t y 
3 . Dut ies and r e s p o n s i b i l i t i e s r e l a t i n g t o conunon d i f f i c u l -
t i e s , 
4 . Work p l a c e 
5. v/ork itself 
6. Social Aspects 
7. Workers opinion as to what they like about the job. 
8. Workers opinion as to what they dislike about the job. 
9. Anything else about the working conditions and rewards. 
10,Health and appearance. 
11.Educational Attainments. 
12,General Intelligence, 
13.Special aptitudes. 
14.Interests. 
1 5 . D i s p o s i t i o n . 
1 6 . P e r s o n a l c ircximstances 
JOB SPECIFICATION 
I t i s a l s o a by p roduc t of j o b a n a l y s i s . I t s p e c i f i e s 
t h e type of employees r e q u i r e d in terms of s k i l l , e x p e r i e n c e , 
a p t i t u d e and minimum s t a n d a r d of t h e r e s u l t s of v a r i o u s t e s t s , 
IS 
WORK MEASUREMENT OR TIME STUDY 
Through t h i s k ind of s t u d y t h e s t a n d a r d t ime r e q u i r e d 
fo r a p a r t i c u l a r j o b o r i t s v a r i o u s p o s i t i o n s a r e de t e rmined . 
The s t a n d a r d h o u r s of work r e q u i r e d f o r a j ob e a s e s i n 
e s t i m a t i n g the manpower needed f o r t h e j o b . 
The u t i l i t y of a l l t h e s e t e c h n i q u e s and methods a r e 
b a s e d upon s a l e s f o r e c a s t s . The f i n a l e s t i m a t i o n of l a b o u r 
r e q u i r e m e n t through the t e c h n i q u e s of j o b a n a l y s i s and 
t ime s tudy i s on ly p o s s i b l e when we know what i s t h e number 
of j obs t o be performed a t t h e p r e s e n t and a l s o i n t h e 
f u t u r e . This can be known through p r o d u c t i o n s c h e d u l e 
which u l t i m a t e l y depends on s a l e s f o r e c a s t , S. c . Saxena 
has r i g h t l y s a i d t h a t r e c o g n i s i n g t h e need of l a b o u r e s t i m a t e , 
t h e b e s t p l a c e to s t a r t deve lop ing a f o r e c a s t of l a b o u r 
r e q u i r e m e n t s i s wi th the f o r e c a s t of s a l e s . On t h e b a s i s 
of t h e s a l e s f o r e c a s t s a schedu le of p r o d u c t i o n for v a r i o u s 
p r o d u c t s i s deve loped . Once t h e p r o d u c t i o n s chedu le s a r e 
completed, we know t h e q u a n t i t y of t h e p r o d u c t s t h a t w i l l 
be produced du r ing a p a r t i c u l a r s p a n . When t h e o u t - p u t of 
t h e v a r i o u s depa r tmen t s i s a s c e r t a i n e d , t h e d e t e r m i n a t i o n 
of l a b o u r r equ i rement by j o b s t o meet t h e manufac tu r ing 
4 
schedu le i s r e l a t i v e l y e a s y " , 
MANPOWER PLANNING IN REFINING INDUSTRy 
In a developing country like India manpower planning 
and estimation of future labour requirement is absolutely 
4, Saxena, S.C. Business Administration and Management, 
Sahitya Bhawan, Agra, 1972, p.131. 
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necessary for economic and effective plant operations. 
Because it is cost increasing to have too many workers 
when they are not required and work also suffers when they 
are needed but not available. Hence the companies must have 
such types of staffing policies that they do not suffer 
from over-employment of manpower as well as from non-
availability of men required. But under such circumstances 
v/hen scientific and systematic manpower planning has not yet 
become very much popular even in advanced countries, and 
only a few big companies in huge industries resort to 
Scientific manpower planning practices. It would be rather 
preposterous to believe that companies in India would be 
practising the principles of scientific manpower planning 
in its true sense. The same may be said to be true in case 
of oil refining industry in the country. It is unfortunate 
that like many industries in India, in various units of the 
oil refining industry also this aspect of scientific 
approach towards personnel problem was either totally 
ignored or only a little attention was paid to it. This 
is quite obvious from a single example that in the early 
stages of the commissioning of Barauni Refinery more or 
less 800 workers were retrenched but due to interference 
of labour union many of them were re-employed and adjusted 
in the course of time. 
It is further rediculous and signifies the absence 
of proper manpower planning that in the same unit and also 
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in other vinits l i k e , Gauhati Refinery during the days when 
t h i s study was conducted a considerable number of workers 
were doing overtime which was genera l ly half of t h e i r usual 
working hours and they were drawing overtime allowances 
(O.T.) which in many cases were equal t o half of t h e i r 
5 
monthly s a l a ry . 
Overtime is general ly a s ign of i n e f f i c i e n t working. 
Sometimes i t may a l so be due t o increased volume of produc-
t i o n . But t h i s may be the s i t u a t i o n only when the overtime 
work i s only occas iona l . I f i t becomes a permanent fea ture 
as in the case s t a t ed above i t s i g n i f i e s fur ther requirements 
of labour, in such a s i t u a t i o n abs ta in ing from fresh 
recruitment and s e l e c t i o n precludes expansion of employment 
Oppor tuni t ies . This i s inexpl icab le or inexcusable in a 
country wedded to the objec t ive of a s o c i a l i s t i c pa t t e rn of 
soc ie ty and suffer ing from acute unemployment. 
Therefore, i t i s advisable t o s c r u t i n i s e the whole 
organiza t ional s t r u c t u r e , analyse a l l the jobs and then 
prepare jcib desc r ip t ion and job spec i f i ca t ions and i f 
poss ible a l so conduct time and motion study t o find out 
the exact requirement of add i t iona l labour fo rce . If needed 
5. Through personal i n v e s t i g a t i o n s . These informations were 
provided by some employees working the re in r e f i n e r i e s . 
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fu r ther recrui tment must be made. This would be useful 
not only in case of Barauni or Gauhati un i t s bu t to a l l 
the u n i t s of r e f in ing indust ry in the country. 
This should be concluded from the above d iscuss ion 
t h a t the r e f i n e r i e s do not , a t a l l , parac t ice any s o r t of 
manpower p lanning. The point t o be emphasised i s only 
t h i s much t h a t they do not profess any s c i e n t i f i c and 
systematic approach towards t h i s c ruc i a l problem. What 
they do i s confined to plan manpower requirement only on 
the ba s i s of p a s t experience and no formal system and 
s c i e n t i f i c framework has been es tab l i shed so f a r . 
As i t has been observed in the case of Cochin Refinery 
L td . (CRL) tha t the management always keeps a v i g i l a n t 
eye on the manpower s i t u a t i o n in the r e f i ne ry . This has , 
in fac t , paid a r i c h dividend to the company, I n s p i t e of the 
f ac t tha t the production capaci ty has been r a i s ed from 2,5 
t o 3,3 mi l l ion tonnes per annum, the manpower has increased 
only by 137 in the span of CRL's 11 years ex is tence in the 
year 1978, This seems somewhat paradoxical t h a t in the face 
of tremendous increase in the production capac i ty , during 
a long span of t ime, the increase in the nuntoer of employees 
was n e g l i g i b l e . But r e a l l y t h i s i s not so, because the 
company has been able to do so and achieve such r e s u l t s 
due to i t s e f f i c i e n t management and e f fec t ive employees. 
The management s t y l e in CRL i s q u i t e d i f fe ren t from those 
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of other ref iner ies in the country. I t has been observed 
that the officers in the refinery pass on the papers and 
f i l e s to other off icers by themselves without get t ing any 
services of the peons and 'chaprasi ' as i s prevalent in 
a l l the government and private offices in the whole of 
the country. This is qiiite appreciable and can be practised 
elsewhere if other factors l ike bureaucratic mentality do 
not hinder. 
In CRL the job analysis was carried out by a foreign 
professional agency which conducted th is study in a scien-
t i f i c and systematic manner with the help of such modern 
and sophisticated techniques as time and motion study (work 
measure.nent techniques) and f inal ly the job description 
and job requirements were laid down in such a way that both 
the jobs as well as the work to be performed were s p l i t into 
the i r various components (position) in minute d e t a i l s . At 
the outset the job description also gives the job t i t l e , 
code number, sector, department, immediate supervisor and 
the departmental head. 
Job requirements have a lso been specified in th i s 
ref inery. They include an exhaustive l i s t of the sk i l l s 
required (both theoret ical and prac t ica l ) , responsibi l i ty 
involved, working conditions under which the work is to be 
performed, supervision exercised and received e tc . 
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Though CRL has a well defined job description manual, 
it does not have a job specification manual separately. It 
seems to be a technical flaw when we find that the job 
description also contains job requirement. After job analy-
sis has been completed it was very easy to prepare a man 
specification manual which may provide a ready reference for 
the recruitment and selection purposes. Therefore, prepara-
tion of a separate job specification manual may be advisable 
even at this stage to meet the future requirements, 
SOURCES OF MANPOWER SUPPLY 
Once the manpower requirement for the present, near 
future or distant future has been estimated or ascertained 
by any means the next step in the process would be filling 
up these vacancies and for that matter to find out and tap 
the various sources of manpower supply. Broadly speaking 
there are two main sources of manpower supply. They are 
internal sources and external sources, 
RECRUITMENT FROl WITHIN OR INTERNAL SOURCE OF RECRUITMENT 
The policy of manpower recruitment from within the 
organization can be effected through promotion or transfer 
from one dep)artment to another department or from one unit 
to another unit. In many organisations the statement on 
general manpower policy clearly indicates the intention 
to give first preference to the present employees in all 
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eit^loyment opportunities at a l l levels of hierarchy in 
the organizational set up. This idea of giving f i r s t 
chance to the present employees prevails in such a manner 
that even in those organisations where such pol ic ies have 
not been formally laid down, pract ices often indicate i t s 
general acceptance. Some times th i s policy is agreed upon 
by mutual negotiation and col lect ive agreement between 
union and management. 
This i s also to be kept in mind that recruitment from 
within is not the only source of manpower supply. Recruitment 
from sources outside the organization is also universal ly 
accepted source of supply both for business as well as non-
business organizations. Hence, the management has to consider 
Several variables in deciding the extent to which the 
concern will depend upcxi inside and outside sources. These 
different variables may be; 
(i) The general effect of th is policy on the a t t i t ude of 
the employees; 
( i i ) The level of specialisation required of employees; 
( i i i ) The emphasis in general of manpower policy, on 
part icipat ion by employees a t a l l levels ; 
(iv) The need for or ig ina l i ty and i n i t i a t i v e ; 
(v) The ab i l i t y of the workers and managers. 
The recruitment policy that has been formulated and 
is usually in pract ice is the same in almost en t i re o i l 
Su 
refining industry in India. The lanits have adopted the 
policy of recruitment from both inside and outside sources. 
Internal recruitment is practised e i ther through 
promotion or t ransfer . Promotion may be given in e i ther 
of the two ways in recrui t ing a person. The incumbent may 
be promoted e i ther direct ly on the basis on seniority-cum-
merit or some other basis or he may be regarded as an 
outsider and the same treatment of t e s t s and interviews 
may be given to the internal candidates as to the external 
candidates. In ref iner ies l ike Barauni, Gauhati, Mathura 
and other units running under Indian o i l Corporation, both 
these methods have been adopted. Some vacancies are f i l l ed 
in only through d i rec t promotion ei ther ve r t i ca l or 
horizontal and for some posts the applications are invited 
from the internal as well as external candidates depending 
on the circumstances. 
In case of Cochin Refinery also the company policy is 
to givp f i r s t preference to the existing employees a t a l l 
employment opportunities in the organization. The management 
and union have agreed on this point af ter a sp i r i ted 
negotiation between thenn. The Union has a l so successfully 
pleaded the case of relaxation of qualifications in relat ion 
6. For further de ta i l s on promotion please see promotion 
policy in public sector refinery paste on page,zzz-zz^. 
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to the pre-1970 employees. In the past the management of the 
refinery has generously extended this f ac i l i t y of relaxation 
in qualifications to other employees a l so . The management 
believes that th i s sor t of policy is especially sui table 
for CRL and i t wil l bring about the resul ts in the form of 
high morale, contented labour force, higher productivity 
and increased loyalty to the organization. 
One step further, the recruitment policy has also been 
modified in accordance with th i s philosophy. The man specifi-
cations for each job has been revised and up graded so that 
the qualif ications needed for a lower level of employment 
may be sufficient for higher positions a lso . 
There were three varied reasons which prompted the 
management to take such decision. 
(i) Firs t ly , the management believes that the raising of 
qualif ications will not adversely affect the job seekers, 
because the remuneration and the fringe benefits given by 
the company i s quite a t t r ac t ive ; 
( i i ) Secondly, th i s policy renders the opportunities for 
promotion quite bright for employees in general; and 
( i i i ) Thirdly, the company operates in a silrplus labour 
market from where the company can easi ly find out the 
personnel with required qvaLifi cat ions and c a p a b i l i t i e s . 
Here also internal recruitment i s done through l a t e r a l 
transfers and promotions. 
SJ 
Lateral transfer 
In line with other refineries CRL also transfers its 
employees from one department to another. The management of 
the company is of the opinion that this practice is bene-
ficial for the employees in terms of job enrichment and job 
enlargement, thus preparing ground for future promotions. 
All the vacancies in the company are first notified 
on the internal notice boards. The employees may make their 
applications and are free to present their candidature for 
any position for which they consider thanselves suitable, 
v^ hile considering the requests for lateral transfer due 
consideration is being given to such requests. They are, 
generally, likely to be accepted if much difficulties and 
problems are not involved. 
Through promotions 
It is the common policy of the refineries in general 
and CRL in particular to promote the employees from within, 
subject to their suitability in the judgement of the company, 
Wherever any vacancy takes place on the higher positions 
hotice to this effect is put up on the internal notice 
boards inviting applications from the qualified persons 
already employed in the company. Then they are called for 
an interview by the promotion conmittee. The candidates are 
evaluated on the bases of their seniority on the present 
jobs, their qualifications, experience required for the 
new job, knowledge of the job, potential for moving up, 
review of the recent appraisal form, communication ability 
and health condition etc. 
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After considering a l l these factors in the i r en t i r i ty , 
the committee may reconmend the promotion of the suitable 
candidates. In the absence of sui table candidates for 
promotion i t may recommend for direct irecruitment from 
external sources. 
Under the circumstances when the exist ing employees 
are not fovind suitable for promotion i t i s advisable that 
the i r feelings are assigned, they may be called for 
consolation, and they are deal t with very tac t fu l ly . They 
should also be explained fully as to why they have not 
been selected for promotion. Although the chances of thei r 
disagreement with the view point of the management are 
great, s t i l l i t i s the moral responsibi l i ty of the management 
to t ry to convince them as best as possible about the 
su i t ab i l i t y of the a l ternat ive chosen by the management. 
They should a lso be advised how to improve themselves so 
that they may be able to avail such opportunity in future. 
Their strong points as well as t he i r weaknesses both should 
be fully discussed in an open atmosphere so that the 
employees feel that they have gained a t leas t s omething 
out of this attempt. 
Recruitment from outside 
Only a few organisations can fu l f i l a l l of the i r 
manpower requirements from the i r internal sources, because 
staffing from within is possible only in those concerns 
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which are small or requ i re l e s s manpower. Even such firms, 
a t one or t he o ther s tage , have to r e c r u i t some hands from 
ou t s ide . But for b ig organizat ions l i k e r e f i n e r i e s which 
a re e s t ab l i sh ing new uni t s and expanding t h e i r e x i s t i n g 
p l an t capacity year a f t e r year, i t i s extremely d i f f i c u l t 
t o meet a l l the manpower requirements from within the 
organiza t ion . I t becomes fu r the r d i f f i c u l t when the new 
jobs requi re some spec i a l i s ed s k i l l s which are not possessed 
by the ex i s t ing employees in the organizat ion , 
Therefoire, s t a f f i ng pol icy must be of such type in 
which, on one hand, preference should be given t o the 
present employees i f they are f u l f i l l i n g the requirements 
of the job as per job spec i f i ca t ions and a t the same time 
some new sources of manpower supply should a l s o be searched 
out and recrui tment be made from there whenever thought 
necessary . This i s a l so advisable in view of the fac t t h a t 
people from outs ide may bring some new ideas , opinion, 
thinking and new ways of doing work. 
Following are the sources of ex te rna l natxire from 
where prospect ive job seekers can be inv i ted and recrui tment 
may be made, 
1, Applicants a t the Gate 
Recruitment from among the persons res id ing in the 
v i c i n i t y of the fac tory i s the -nost prevalent system in 
India spec i a l l y when unski l led labour i s reqirlred. In case 
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of various oil refining units also this phenomenon has 
been found to be true. Most of the manual workers are drawn 
from the near by villages around the premises of the 
refineries. Frequent use of this particular external source 
of manpower supply, specially for low grade employees, has 
been observed in case of almost all refineries in the country. 
2, Nomination by present Employees; 
This is also a convenient source of labour supply 
that is why many firms encourage their present employees 
to suggest the names of able persons and assist than in 
writing applications/filling application forms. To some 
extent this source has also been found exercising its 
influence by furnishing informations to the prospective 
employees about the jobs, and to the recruiting authorities 
about the potential job seekers. 
3 . Labour organizat ions 
The value of t rade unions as a source of labour supply 
depends, l a rge ly , on the amount of a t t e n t i o n t h a t the loca l 
o f f i ce r s pay t o the t ask of job f inding . Some employers, 
however, object to t h i s source on the ground t h a t the unions 
frequently take the a t t i t u d e t h a t the employers must accept 
the person to whomsoever they recommends. This does not 
seem to be t rue and the exact s i t u a t i o n depends l a rge ly 
upon the p a r t i c u l a r con t rac t , i f any, t h a t e x i s t s between 
the employer and the union. This source has got almost 
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negligible impact on the employment process of ref iner ies 
now-a-days but in the ear l i e r stages of the commissioning. 
Unions of various refineries exercised the i r influence to 
a greater extent. 
4, Advertisement 
This is the most common practice of a t t rac t ing manpower 
for recruitment purposes. In India also advertisement i s the 
most popular medi\rn and source for manpower supply. Public 
agencies as well as private firms advertise the i r requirements 
and thereby encourage the applicants . There are a large 
number of media used for advertising purposes in western 
and other developed countries. They are b i l l boards, hand 
b i l l s , announcements on radios and televisions, general 
and classif ied advertisement in newspapers and journals 
e t c . But in our country advertisement through newspapers 
i s the most prevalent pract ice . Oil refineries do adopt the 
advertising media of house journals and local as well a s . 
All India newspapers and national da i l i e s . Vacancies are 
also advertised on radios but only occasionally. These 
media are adopted for the recruitment of executives, 
engineers, supervisors, technicians and c l e r i ca l s taff e tc , 
5 , Employment Agencies 
Employment agencies are the second most important 
source of manpower supply after advertisement, "For manufac-
turing organizations public and private employment services 
8 7 
offer a means of shifting some recruitment responsibility 
and securing a degree of specialized expertness without 
7 
maintaining a staff group for that purpose". 
In India private employment agencies have not yet 
devf^ loped considerably but public employment exchanges are 
rendering valuable services throughout the country. These 
employment offices have been established by the government, 
with a view to shoulder the responsibilities of finding 
jobs for the unemployed persons and suitable persons for 
vacant jobs. Majority of the public and private organizations 
intimate their manpower requirements alongwith their job 
specifications and job requironents, proposed assignments 
and emuluments. On the other hand the persons who are 
unemployed and are in search of jobs also register themselves 
in person with one or the other employment exchange. Some 
times they are interviewed by the employment officer and 
the records of their educational qualifications and practical 
experiences are kept there in the records of the agencies. 
As soon as any suitable vacancy is found for the candidates 
or vice-versa, their names are recommended to the employer 
or they are intimated to apply as the case may be. The 
services rendered by the employment exchange are free of 
costs and are meant for the welfare of the citizens of 
the country. 
7. Dale Yoder, op,cit. p,3l3. 
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This is one of the two major sources of recruitment 
which the refineries mostly make use of. Almost all the 
vacancies in all the refining units of oil industry, that 
are to be filled from the soxirces outside the organization, 
are either advertised in the leading news papers or 
intimated to the nearest employment exchange or both 
depending on the situation. 
6. Schools, Colleges and Technical Training Institutions; 
High schools, technical schools, colleges and other 
technical and professional institutions, all are substantial 
sources of recruitment. "A society based on advanced 
technology requires educated employees and it is advantageous 
for a large organization to hire and train new graduates 
rather than to hire employees who have already been trained 
g 
by previous employers". 
But in a country like ours people do prefer to appoint 
a practically experienced persons in conparison to fresh 
college graduates. They like to do so for the purpose of 
saving training and employee development costs, which is 
not always the sole consideration. Even then recruitment 
from educational institutions is a well established practice 
of thousands of firms and px±)lic departments and has gained 
8. Mandell M. Milton, The Selection Process; Choosing the 
Right Man for the job, D.B. Taraporewala Sons & Co. 
(P) Ltd. Bombay, 1970, p.127. 
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grov;ing acceptance with increasing demand for technical 
and professional know-how. Firms that require large number 
of technical, professional and even c le r i ca l staff or the 
firms that want applicants for a continuing apprenticeship 
programme usually recru i t from ins t i tu t ions l ike ITI3, 
IITs, polytechnics, engineering colleges. Ins t i tu tes of 
management s tudies . Similar is the case with o i l refining 
industry and i t s various units in different regions of the 
country. These ins t i tu t ions can easi ly supply for semi-
ski l led and ski l led additions to the workforce of various 
refineries in the country. 
The effective use of these educational ins t i tu t ions 
in recruit ing depends on (i) the choice of the r ight 
ins t i tu t ion in terms of the kinds of students and the 
education they receive; and ( i i ) the development of continuous 
9 
cordial relations with the heads of -tiie i n s t i t u t i o n s . 
7. Applications Blank in the File 
Application kept in the f i l e and not considered before 
should be checked every now and then to keep the f i l e up-
' to-date . Such a f i l e can also be a good sources for rec ru i t -
ment purposes. 
Besides, a l l these sources of manpower supply there 
are some sources such as former employees, customers' 
9, Mandell M. Milton, op.c i t , p , l22 . 
employees, r e t i r e d personnel, pa r t - t ime employees and walk 
in app l i can t s , phys ica l ly handicapped persons e t c . Which 
may also be taken i n t o considera t ion while making any 
rec ru i tnen t d e c i s i o n s . Employee pinching is a l s o a very 
common source of recrui tment wherein an employer a t t r a c t s 
the r i v a l s ' employees by making a t t r a c t i v e o f f e r s . 
So far as the question of ex te rna l sources of manpower 
Supply as adopted by the r e f i n e r i e s , i s concerned i t can be 
safely general ised to almost a l l the uni t s of o i l re f in ing 
indus t ry . For recrui tment purposes they depend mainly on two, 
sources and .-nedia of supply such as advertisement through 
newspapers and employment exchange. Apart from these two 
sources they a l s o draw t h e i r required labour force from 
neighbour hood p a r t i c u l a r l y when xinskilled workers are required 
and from techn ica l i n s t i t u t i o n s while r e c r u i t i n g s k i l l e d 
eiiployees and t echn ica l know-how. 
The r e f i n e r i e s s t r i c t l y abide by the provis ions made 
in the Compulsory Not i f ica t ion of Vacancies Act. For lower 
posts app l i ca t ions are invi ted through employment exchange. 
For higher pos i t ion and p a r t i c u l a r l y in case of f a i l u r e of 
employment exchange in providing s u i t a b l e c a n d i d a t e ( s ) , the 
vacancies are adver t i sed in news papers . For non-supervisory 
pos t s usually the advertisement i s being given to l o c a l or 
regional news papers but supervisory and executive pos i t ions 
a re general ly adver t i sed in na t i ona l d a i l i e s and other a l l 
India news papers . Moreover, they a l so make use of the house 
jo\urnal for t h i s purpose. 
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SELECTION PROCEDURE 
•^Jhen any o r g a n i z a t i o n i n t e n d s to r e c r u i t a new 
employee t h e fo l lowing p rocedures a r e g e n e r a l l y fo l lowed . 
F i r s t l y i t p u t s up n o t i c e s on the v a r i o u s n o t i c e 
boa rds in t h e p r emise s of t h e company so tiiat a l l the p r e s e n t 
employees may come t o know about i t and inform t h e i r f r i e n d s 
and r e l a t i v e s . Then they a d v e r t i s e the p o s t s i n t h e l e a d i n g 
news papers and a l s o have a c o n t a c t w i th t h e l o c a l and 
r e g i o n a l employment exchanges so t h a t they may be a b l e to 
i n v i t e a c o n s i d e r a b l e number of a p p l i c a n t i o n s from p r o s p e c -
t i v e and d e s i r o u s c a n d i d a t e s and then make a s e l e c t i o n f u l l 
of choices .Once t h e a p p l i c a t i o n s a r e i n v i t e d t h e a c t u a l 
p r o c e s s of s e l e c t i o n s t a r t s , 
"The s e l e c t i o n procedure u s u a l l y c o n s i s t s of a n a l y s i s 
of a p p l i c a t i o n forms, employment i n t e r v i e w s , employment 
t e s t s , p h y s i c a l examina t ion , i n v e s t i g a t i o n of r e f e r e n c e s 
and f i n a l l y s e l e c t i o n and n o t i f i c a t i o n of t h e s u c c e s s f u l 
10 
a p p l i c a n t s " , 
'SCREENING OF APPLICATIOJS 
There i s a g r e a t v a r i e t y of a p p l i c a t i o n s i n use ou t 
of which one as a model has been given in t h e appendix 
no . Among t h e s e a p p l i c a t i o n s b l ank t h e r e i s one 
10, Alford and B e a t t y , P r i n c i p l e s I n d u s t r i a l Management 
The Ronald P r e s s Co. New York, 1951, p . 7 1 3 , 
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prel iminary form which i s used by many organ iza t ions . 
The purpose of t h i s form i s mainly to e l iminate from fur ther 
considerat ion to those candidates who are obviously 
unsui table for the jobs a v a i l a b l e . This method minimises 
time, labour and other expenses and consequently the cos t 
of recrui tment . In some concerns prel iminary t e s t or 
in terviews are a l so designed for t h i s purpose. They a re 
p rac t i s ed in Indian firms a l s o . 
Only those appl icants who succeed in these processes 
are asked to f i l l up regular form which i s used to supply 
informations, useful in s e l ec t i ng a new employee. Many of 
the quest ions asked there in are such t h a t they may not 
help in s e l ec t i on but a re kept in the permanent records of 
the candidates se l ec t ed for the j o b . 
OJie app l i ca t i ons blank should be prepared in such a 
way t h a t : 
(i) F i r s t l y , the question asked do not expose the s p i r i t 
of d i sc r imina t ion , 
( i i ) Secondly, they must not be vague and ambiguous, and 
( i i i ) Thirdly, the informations sought there should be 
useful and help in s e l e c t i o n . 
The answers w i l l serve t h i s purpose only when the 
quest ions a re based upon job s p e c i f i c a t i o n s . 
Weighted Application. Blank; 
A weighted application blank also serves as a highly 
effective preliminary screening device. By careful studies 
and experiences i t has been found that such items l ike age, 
years of education, marital s t a tus , number of dependents, 
earnings, memberships of organizations and years on previous 
jc^s are closely correlated with success on the jobs for 
which thp candidates are applying. On the basis of th is 
assumption a screening system may be provided for a l l such 
items. Such a weighted application blank may speed up the 
process of recruitment and select ion. 
In the selection procedure of the ref iner ies also i t 
has been found that some of the ref iner ies are using a brief 
preliminary application to f a c i l i t a t e rapid i n i t i a l 
screening. Each and every application is registered and then 
screened in terms of yardsticks fixed from time to time. 
Those who become able to overcome these i n i t i a l screening 
hurdles are then subjected to cer ta in types of t e s t s which 
differ from time to time and also from position to posi t ion. 
Generally speaking these tes t s can be classif ied into two 
broad categories such as written t e s t as well as employment 
t e s t s . 
^« Written Tests 
This i s also one of the procedures of selection and 
is usually practised not only in the various units of o i l 
"* 
refining industry in the country but in other organizations 
as well. These tests may be either objective or descriptive 
and through these techniques candidates' theoretical as well 
as general knowledge are -tiioroughly tested, 
Indian Oil Corporation Ltd, has also introduced this 
technique in the selection of engineers and managernent 
trainees for different refineries running under it. Refine-
ries too practise it in selecting apprentices, clerks, and 
other employees. Undoubtedly this is one of the best 
techniques of judging the knowledge of the candidates if 
the tests are fairly conducted and answer books are honestly 
examined, CRL too gives such tests. Objective tests are 
given to all. They are mainly designed to measure the 
intelligence, potential and command over English which is 
the official language of the company. The pattern design 
and standard of the tests differ from job to job, 
B, Employment Tests 
Different employment tests are additiaial tools in 
the hands of personnel executives and employment authorities 
in any organization. All tests are based on the general 
assumptions and theories that human behaviour can best 
be forecast by sampling system. These tests create a situa-
tion in which the candidate reacts and reactions are 
regarded as useful samples of his behaviour in the work 
for which he v-as applied. 
9o 
Many big organizations in th« industrially advanced 
countries and a large number of organizations in our country 
are also using employment tests to judge the theoretical 
and technical competence of the applicants. 
Various types of employment tests have been developed 
by the behavioural scientists. They are as follows: 
( i) Intelligence Tests 
These tests provide a measurement of the applicants 
intelligence quotent (I.Q.) and appraise one or more of 
several types of mental ability including vocabulary, 
reasoning, memory and social perceptions as well as mental 
alertness. The formula for measuring intelligence quotient 
is as under: 
Mental Age 
IQ = X 100 
Ac tua l Age 
( i i ) Apt i tude t e s t s 
These t e s t s a r e meant f o r the purpose of de t e rmin ing 
t h e l a t e n t c a p a c i t y o r p o t e n t i a l a b i l i t y of a c a n d i d a t e . 
This concep t seems t o be i d e n t i c a l t o t h a t of i n t e l l i g e n c e 
t e s t s bu t i t i s no t so in t h e r e a l s e n s e . T y p i c a l a p t i t u d e 
t e s t s a r e used f o r t h e measurement of s p e c i a l a p t i t u d e s 
such as t hose r e q u i r e d in weld ing , assembling of STiall p a r t s . 
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f ly ing of aeroplane, enginoering and medicine. Apart 
from these name and number checking in c l e r i c a l f i e l d and 
the spa t i a l v i s u a l i s a t i o n and percept ion in the f i e ld s of 
12 t rade are a l so assoc ia ted with a p t i t u d e , 
( i i i ) I n t e r e s t Tests 
These t e s t s are for finding out the cand ida tes ' 
l i k e s and d i s l i k e s for d i f f e r en t occupations and items to 
suggest what types of work may be s a t i s fy ing to them. 
Since i n t e r e s t s are as fundamental for job performance 
as anything e l s e hence, enough a t t e n t i o n should be paid 
t o measure them and such job should be given t o the en^jloyee 
in which he can u t i l i s e h i s h ighes t i n t e r e s t because lack 
of i n t e r e s t may lead to absenteeism and labour turnover 
e t c . 
(iv) Persona l i ty Test ; 
These r e l a t e to the cand ida t e ' s s o c i a l l i f e , h i s 
r e l a t i o n s h i p with h i s family, h i s s o c i a b i l i t y and a c t i v i t y . 
An employer has to know a l l these th ings because he h i r e s 
a man and does not h i re only the hands, pe r sona l i ty t e s t s 
are spec ia l ly useful for placement purposes if they have 
been properly v a l i d a t e d . 
11 , Mace L. Myles, The growth and Development of Executive, 
Graduate School of Business . Harward Univefsi ty, 1950-
p .87 . 
12, Mandell M. Mitton, o p . c i t , p , 2 9 3 . 
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(v) Trade Tests; 
These are meant for measuring the appl icant ' s trade 
knowledge and his s k i l l in i t . These tes ts may be conducted 
oral ly , in writing and through operation, performance and 
p ic tu re . Such t e s t s consist of a series of questions which, 
i t i s believed, can be sa t i s fac tor i ly answered only by 
those persons who thoroughly know and understand the trade 
and occupation. 
Apart from these five types of t e s t s there are many 
other kinds of t es t s such as achieverent, combination, 
learning ab i l i ty , judgement and projective t e s t s e t c . which 
are practised in western and other industr ia l ly advance 
countries to judge the various capacit ies of the applicants, 
so that one may be able to se lec t the most sui table candida-
tes for the organization. But in our country nei ther a l l 
these techniques of test ing have so far been developed 
fully nor they are usually pract ised. Alongwith other 
industr ial organizations, o i l refining industry and Indian 
Oil Corporation and i t s various ref iner ies also do not 
rnake substant ial use of a l l these techniques. But they 
have jus t taken i n i t i a t i v e in th is direct ion. For example 
trade tes t s are given to a l l the trade job seekers. Such 
t es t s are meant for testing the dexterity and s k i l l of the 
candidates in that t rade. Trade tes t s are given to Drivers, 
Security staff, Typists/Clerks stenographers and to 
9^  
technical personnel. For a little higher positions like 
Management Trainees, they usually have atleast one 
psychologist in the selection board to assess the poten-
tiality aptitude, and interest of the candidates for the 
jobs for which they are evaluated through these kinds of 
tests. Oil refining industry as a whole alongwith its 
various refining units have started making use of one or 
the other employment tests, 
C, Employment Interviews 
The employment interview is the most widely accepted 
practice in almost all parts of the world. There would 
hardly be any selection at any level and for any position 
or post which could have been completed without one or more 
interviews, Inspite of the fact that written and other tests 
are being given wide recognition, they never become defini-
tive in the selection process. Hence, eventually interviews 
become final and tests are usually supplementary to them. 
The purpose of the interview is "determining the 
suitability of the applicant for the job and of the job for 
the applicant, Intefview is an art and successful interview-
ers follow established principles in matching man's qualifi-
13 
cations to job requirements." 
13. Alford, L.P. op.cit. p.713. 
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The following principles have been experienced to be 
very useful and highly effective. 
( i ) Know as much as possible about the interviewee before 
the interview is conducted; 
( i i ) prepare for the interview a l i s t of questions based 
on job specif icat ions; 
( i i i ) Provide privacy as well as adequate time for the 
interview; 
(iv) Try to take and understand interviewee's point of 
view; 
(v) Examine your personal prejudices in order to prevent 
them from interfering with the hiring of the best 
and f i t t e s t candidate; 
(vi) Help the interviewee feel at ease and willing to give 
you the relevant facts about himself; and 
(v) Be straightforward and frank rather than shrewed 
14 and clever. 
So far as the interviews in our country are concerned, 
,these scientific principles have not yet been observed in 
a strict sense, particularly the element of biases and 
prejudices, favouritism and nepotism and source and bribery 
almost invariably creep in most of the employment interviews 
to which those in Oil refining Units are also not an 
14. Binghaa, V/.V, and Moore B.V., How to interview Harper 
Bros. New York, 1934, pp.18-2 6. 
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exception. If the Government of India and other provincial 
governments i n s i s t on the observation of fair employment 
rules and practices and set up machinery to get them 
implemented, even then, our society has become so much 
corrupt that i t seems beyond conception that these unfair 
practices may be eradicated in i t s t o t a l i t y . Yet some valid 
steps and corrective measures towards the i r minimisation 
would be considered as an appreciable ac t . This is also 
necessary due to the fact that for a productive organiza-
tion i t is but natural that unless a fa i r select ion is made 
and suitable and eff icient persons are properly selected, 
the working as well as productivity of the organization 
would definitely suffer. 
To overcome this evil of corrupt pract ices, in the 
society in general and in the business organizations in 
par t icular , there should be a general consciousness regarding 
mass moral degradation among the members of the society and 
also a sense for raising i t through individual efforts of 
correcting a t l eas t oneself if not the a l l . Because this has 
become a vicious c i rc le in which, in some way or the other, 
each and every individual is involved and unless a l l of them 
t ry to correct themselves individually as well as col lect ively 
there is no way out. 
In ref ineries also the candidates who successfully 
cross the hurdle of one or more t e s t s are exposed to the 
next sta^e.for selection procedure. They also have to face 
I I J . 
an interview. The interview is conducted by an interview 
board consis t ing of members l ike personnel manager, the 
Head of the Department concerned a nominee of management/ 
Refinery Manager e t c . 
The interview policy in the r e f i ne r i e s a re no t very 
r i g i d . I t i s r a t h e r f l ex ib le and the quest ions , method 
and depth in the interview depend on the posts and pos i t ions 
to be f i l l e d up. The form of the interview genera l ly 
p rac t i sed in Oi l r e f i n e r i e s i s semi-s t ructured ind iv idua l 
in te rv iews . Other types of interviews are r a r e ly p r a c t i s e d . 
They conduct only one comprehensive interview and do not 
p r a c t i s e mul t i - s t ages interview l i k e pre l iminary , secondary 
and then f i na l in te rv iews . 
Generally the interview is followed by a complete 
de l ibe ra t ion by the members of the board and then only 
the board submits i t s assessment about various candidates 
alongwith i t s recommendations for the su i t ab l e candidates 
to the competent au thor i ty l i ke General Manager/Refinery 
,Manager/Managing Diirector or whosoever he may be . This 
repor t usual ly conta ins , among other things a panel of 
the naf.es of the successful candidates with t h e i r ranks 
given in order of mer i t . After the approval of the 
reconrnendations of the s e l ec t i on committee or the interview 
board the successful candidates a r e intimated about the 
10 J 
r e s u l t s St reference checking i s the next s t ep in the s e l e c -
t ion procedure and then they are ca l l ed for physical 
examinations. So the next s teps in the se lec t ion procedure 
are reference checking and phys ica l examination, 
5, Reference Checking 
The app l i ca t ion forms in cu r ren t use genera l ly include 
a request for the names of r e fe rees hence checking of 
references and recommendation l e t t e r s a l s o becomes necessary. 
The references may be c l a s s i f i e d in to two types . One is the 
charac te r reference which i s a p o t e n t i a l source of informa-
t ions with respect to general cha rac te r and reputa t ion of 
the candidate . The other one i s the former employer's 
reference which names some one who i s able t o speak about 
the a p p l i c a n t ' s e a r l i e r work performance, his pe r sona l i t y 
d i spos i t ion and h is behavioural p a t t e r n with h i s boss . 
Subordinates and pee r s , 
6, physical Examination 
The next step in employment process is to send the 
candidates, who have been successful in all respects and 
from all points of view, to the competent physician for a 
thorough medical checkup. Most of the firms and public 
agencies require that an applicant should have a physical 
examination before he goes through various process of 
selection, but it is not always advisable and, therefore, 
has been criticised on certain grounds. 
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The medical checkup should po in t out these physical 
c h a r a c t e r i s t i c s of the candidates tha t are important from 
the view poin t of the performance of the job e f f i c i e n t l y 
Si e f f ec t i ve ly . The examination should be used as an a id to 
per fec t <ind s u i t a b l e placement and individual adjustment 
and not as a means of h i r ing or f i r i n g ( re jec t ing in case of 
fresh recrui tment of the candidates) as i t has been observed 
in many cases . Physical examination has two types of loop-
holes in our country. F i r s t l y , a l l those who can afford to 
pay a lump sum amount as b r ibe or have strong approach to the 
physician are b l i nd ly declared as physica l ly f i t even without 
any checkup; And secondly, those who are declared u n f i t for 
any reasons whether r i g h t l y or wrongly are t o t a l l y r e j e c t e d . 
Both these approaches are wrong and hence they should be 
avoided. 
Since medical check up is bene f i c i a l t o both the 
employees and the employers, i t must be done minutely and 
thoroughly. I t i s good for the employees in the sense tha t 
they come to know t h e i r s t a t e of physica l a f f a i r s in t h i s 
way and consequently take care of them. On the o ther hand, 
with h i s knowledge ava i l ab le to the employers they can 
make a b e t t e r placement of the eiTiployees. They keep on 
each pos i t ion only those employees who alongwith o ther 
considerat ions f u l f i l the s tandard of heal th condi t ions a l s o , 
which helps them in e s t ab l i sh ing and maintaining a hea l thy 
labour force, reducing the r a t e of labour turnover , 
discontenment among employees, reduct ion in man-ho\ar l o s t 
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and thus increasing the productivity of the organisation 
as a whole. 
For this purpose almost a l l the ref iner ies running 
under IOC and other refineries also have the i r own medical 
off icer(s)• They also consti tute medical board if and when 
necessary to get the i r services in th is regard, Ihese 
medical officers/board of the ref iner ies physically examine 
thp new as well as old employees and issue the cer t i f ica tes 
of health to theii, 
7. Placement; 
The next and the final step in the select ion process 
is that of placement, when a candidate crosses a l l the 
hurdles including the approval of the supervisor under 
whom he is to perform his dut ies , is presumably offered a 
job. Many companies think that once the name of a person 
in is mentioned/the company's pay r o l l , the personnel function 
is over, but this is absolutely a wrong thinking. 
The term recruitment and select ion includes both 
internal and external recruitments, in e i ther of these two 
cases, placesnent becomes an important consideration, 
part icular ly when two or more different positions are 
available to a candidate who appears to be su i table for 
a l l of them. "The 'placement' i s the process of determining 
v/hich of these several positions that are available and 
10, 
within the competence of the candidate will be most suited 
15 to him". In fact placement is QS. d i f f icu l t as selection 
i t se l f , in selection the applicant has to be measured both 
against general job requirements and against other applicants. 
In placement he has to be measured against the different 
requirenents of several posi t ions. 
There are so many factors to be considered at the 
time of placement such as charac ter is t ics of supervisor 
and those of co-workers, promotion opportunities, temporary 
requirements, and such other factors as the amount of physical 
ac t iv i ty , variety of work, qual i ty , quantity, degree of 
responsibi l i ty and the need for adjustment to c r i s i s and 
change. With these multiple factors to be taken into 
account, placement has become an a r t rather than a science. 
In such cases the candidate i s given choice for placement 
and he proves to be good a r t i s t by frank exposition of his 
Sui tab i l i ty , 
In Oil ref iner ies under IOC placement is being done on 
the basis of educational qual if icat ions, experience and 
personality of the workers if tiiey are found in accordance 
with the requirements of the job on which they are to be 
posted. 
15, Handle M, Milton, op .c i t . p.12, 
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An Appraisal 
I t i s cos t increas ing t o have too many workers vrfien 
they are not required and work a l s o suffers when they are 
ne^ ded but not a v a i l a b l e . This s tatement h i g h l i g h t s the 
s ign i f icance of manpower planning in a general sense . 
Manpower planning i s a process by which a firm ensures t h a t 
i t has r i g h t number of people and the r i g h t kind of people, 
a t the r igh t p laces a t the r igh t time doing things for 
which they are economically most use fu l . In t h i s process , 
job ana lys is which i s an anatomy of t he job, j c4) desc r ip t ion 
and job spec i f i ca t i on which are by products of job analys is 
alongwith time study and work measurement, are considerably 
use fu l . Apart from these other aspec ts of planning can be 
d e a l t with the help of Ha i re ' s model which a s s i s t s in 
knowing the fea tu res of personnel movement and process 
char t t h a t de te rn ines the various processes to be followed 
in t h i s connect ion. 
Once manpower requirement has been est imated for 
fu tu re , the next s t ep in the process of s e l e c t i o n i s t o 
i n v i t e s u f f i c i e n t number of job seekers e l i g i b l e for the 
pos i t i ons t o provide ample opportunity for a b e t t e r s e l e c -
t i o n s . Recruitment can be done from within the organizat ion 
as well as from out s i d e . I n t e r n a l recrui tment t akes place 
e i t h e r through promotion or through t r a n s f e r . External 
recrui tment w i l l be ea s i e r and b e t t e r if maximvun ava i lab le 
sources of manpower supply are exp lo i t ed . Among various 
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sources of supply applicants a t the gate of the factory 
specifically for unskilled workers, technical ins t i tu t ions , 
employment exchange and advertisement through leading news 
papers for technical,professional and managerial employees 
are worth mentioning. 
After the applications have been invited the next 
stage of select ion s ta r t s with screening of application 
forms to eliminate a t the outset those who are found 
obviously unsuitable. Then they are to face written t e s t s , 
e-nployment t e s t s and interviews e t c . to be f inally selected. 
At the end the f inal ly selected candidates are called for 
physical examination and reference checking and if they 
are found a l r igh t in a l l respects they are ultimately 
placed on the jobs ei ther d i rec t ly or after some t ra ining. 
With regard to actual pol ic ies and practices in the 
o i l refining industry of India i t can be said that they 
do not observe the basic principles of manpower planning in 
i t s s t r i c t sense. Most of the units in the industry do not 
follow job analysis, job-description, job-specification 
and work measurement techniques. Only CRL has done i t with 
the help of an external agency. I t does not mean that the 
refineries* employment policy i s based simply on gues 
work and rule of thumb, Of-course they have v ig i lan t eyes 
iO 
on manpa>?er requirement and ma^e i t s estimation on the basis 
of the i r past experiences and future expansion plans but 
they do not follow any sc ien t i f ic principles resul t ing in 
accurate estimation of rranpower requirement. Hence the i r 
applications may be advised a t the ea r l i e s t sta^e of their 
coming up as i t i s quite feasible to be adopted a t the 
outset . As regards recruitment, they have adopted the policy 
of both internal and exteinial recruitment. According to 
the basic pr inciples , internal recruitments are done e i ther 
through promotions or through transfers , while for external 
recruitnent they mainly depend on the i r neighbourhood, 
management and technical in s t i tu t ions , employment exchange 
both local and regional and adverising through newspapers. 
Selections are generally mede on the basis of written t e s t s , 
trade tes t s and finally on interviews. 
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CHAPTER I I I 
HUMAN RESOURCE DEVELOPMENT AND TRAINING PROGRAMME 
We a r e l i v i n g i n an a g e of r a p i d i n d u s t r i a l i z a t i o n and 
r a p i d l y c h a n g i n g t e c h n o l o g y . C o t t a g e and e m a i l s c a l e i n d u s t r i e s 
w h e r e manua l work was p r e d o m i n a n t h a v e y i e l d e d p l a c e t o t h e 
l a r g e and c a p i t a l i n t e n s i v e i n d u s t r i e s , i n l i e u of h a n d s . 
S m a l l t o o l s and e q u i p m e n t s , h e a v y and g i g a n t i c m a c h i n e s a r e 
b e i n g used i n t h e f a c t o r i e s n o w - a - d a y s . T e c h n o l o g i c a l change 
h a s a l s o l e d t o "tiie u s e of m a c h i n e s r u n by e l e c t r o n i c s and 
p o w e r and t h e y a r e c h a n g i n g d a y by d a y i n siK:h a manner t h a t 
t o d a y ' s s k i l l e d becomes i g n o r a n t of t o m o r r o w ' s c h a n g e . 
M o r e o v e r management t e c h n i q u e s a r e a l s o c h a n g i n g c o n s t a n t l y 
w i t h t i l e change i n s o c i a l o u t l o o k and v a l u e s y s t e m of t h e 
s o c i e t y . New s c i e n t i f i c t e c h n i q u e s of management d e c i s i o n 
mak ing a r e g r a d u a l l y r e p l a c i n g -tiie o l d m e t h o d s of h i t o r 
m i s s j u d g e m e n t . L a b o u r t h a t h a d b e e n r e g a r d e d l i k e any o t h e r 
f a c t o r s of p r o d u c t i o n , a r e now b e i n g c o n s i d e r e d a s human 
b e i n g and t h u s t h e y a r e g e t t i n g t h e i r r e a l s t a t u s i n t h e 
s o c i e t y . 
Thus new m a c h i n e s new t o o l s a n d e q u i p m e n t s , new 
m e t h o d s of work, new s o c i a l o u t l o o k and t h e need t o r a i s e 
p r o d u c t i v i t y i n r e l a t i o n t o 5 M ' s ( m e n , money, m a c h i n e , 
m a t e r i a l and management) h a v e made c o n t i n u o u s t r a i n i n g a t 
a l l l e v e l s i m p e r a t i v e . T h i s i s i m p o r t a n t from a n o t h e r 
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point of view also that is by training not only the employees 
are benefitted in terms of greater skill, increased efficiency, 
promotion to higher positions and better pay scale as well as 
higher status, but the employers also gain its advantages in 
terms of greater efficiency and better labour productivity 
and contended labour force. Therefore, a comprehensive 
discussion on manpower development and training programme 
with special reference to oil refinery industry in India as 
a personnel policy and personnel function has become an 
integral part of this study. Hence in the following pages, 
it is proposed to take into account the various types, steps 
and methods of imparting training to the employees in general 
and to the technician, supervisors, engineers and other 
executives in the refineries in particular. 
Training and Manpower Development; 
Now we will try to analyse and assess the need means, 
agencies and arrangement for preparing a person for work 
environment through training before and after he gets into 
employment. In this connection various types and methods 
of imparting training to employees as well as executive 
will also be taken into account. 
It is a well known fact that with the growth and 
develojxnent of science and technology and resultant rapid 
industrialisation, agricultural economy is very swiftly 
heading towards industrial economy in almost all parts of 
I l l 
the world. And with the pace of time, machine revolution 
and technological changes are also taking place . I t creates 
the problem of adaptation to the rapidly changing technology 
in the indus t r ies . While successful adaptabi l i ty may be easy 
in case of a few persons, employees generally need help in 
adapting themselves to the changed circumstances. I t i s 
evident from the above facts that t raining has become a 
continuing function and that programme for re t ra in ing emplo-
yees for new occupations and job in the same organization 
wi l l be increasingly important and necessary. I t wi l l be 
necessary for management to pay considerably more a t tent ion 
t o training and retraining the employees for the changed jcAjs 
than i t has been in the pas t . That 's why effect ive managers 
recognize that t raining i s an on going continuous process 
and not a 'one shot* ac t iv i ty . 
At one extreme training consists of a few hours of 
induction by the supervisor while a t the other extreme i t 
consists of formal courses designed to develop qualif ied 
spec ia l i s t over a period of years . In between these two 
extremes there are countless programmes ta i lored to f i t the 
needs of part icular organizations. However, i t i s misleading 
to think of training in terms of purely formal courses and 
programmes. Because almost everything that happens to an 
employee after he joins a ccxnpany serves as a t ra ining 
experience. The informal work group with i t s clearly defined 
codes of behaviour has a potent influence on i t s members. 
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Formal groups l i k e unions a l s o e x e r t a s t r o n g e f f e c t on 
them. Many t i m e s t h e s u p e r v i s o r may be t r a i n i n g h i s s\ ib-
o r d i n a t e s w i t h o u t even be ing aware of i t . Thus we see t h a t 
n o t on ly formal t r a i n i n g b u t in formal methods a l s o e x e r t 
t h e i r i n f l u e n c e on t h e development of employees, 
TYPES OF TRAINING 
T r a i n i n g may b r o a d l y be c l a s s i f i e d i n t o two c a t e g o r i e s , 
namely p r e - j o b t r a i n i n g and p o s t job t r a i n i n g . 
( i ) P r e - j o b T r a i n i n g : Such types of t r a i n i n g a r e i m p a r t e d 
t o the p r o s p e c t i v e j o b s e e k e r s be fo re they g e t i n t o employ-
ment . I n s t i t u t i o n a l and a p p r e n t i c e s h i p t r a i n i n g w i l l come 
under t h i s c a t e g o r y . 
(a) I n s t i t u t i o n a l T r a i n i n g ; The purpose of such t y p e s 
of i n s t i t u t i o n i s t o p r e p a r e young men and women f o r t h e 
j o b s i n "the b u s i n e s s o r g a n i z a t i o n . In Ind ia a l s o t h e r e a r e 
many i n s t i t u t i o n s of t h i s n a t u r e which a r e i m p a r t i n g 
knowledge s k i l l s and a t t i t u d e t o the young p e r s o n s a f t e r 
t h e i r s c h o o l i n g p e r i o d i s o v e r . Though c o l l e g e s and U n i v e r -
s i t i e s a l s o s e r v e t h i s purpose b u t they g e n e r a l l y g ive 
educa t i on on g e n e r a l l i n e s wh i l e t e c h n i c a l i n s t i t u t i o n s 
l i k e c o l l e g e s of Engineer ing and technology, I n d i a n I n s t i t u t e 
of Technology ( I I T ' s ) and i n d u s t r i a l T ra in ing I n s t i t u t e s 
( I T l ' s ) impar t t e c h n i c a l s k i l l s and p repare f o r s p e c i f i c 
j o b s . 
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No dovibt Ins t i tu t iona l t ra in ing is of great use of 
the organizations but fresh graduates from these ins t i tu t ions 
can not direct ly be sent to the job, unless they get some 
orientation to th i s par t icu lar environment. The business 
environment requires technical as well as social s k i l l s 
both to f i t in the work environment. Induction and orientation 
can be achieved in vest ibule , on the job and apprenticeship 
training e tc , but i t can never be achieved in ins t i tu t iona l 
t ra in ing. So far as the technical s k i l l i s concerned, i t i s 
also not without defect in the sense, that they impart more 
of theoretical knowledge than pract ica l which can be compen-
sated only through familiarising them with the actual work 
environment for which apprenticeship training i s one course 
of action in the pre-job condition, 
(b) Apprenticeship Training 
To ronove the short comings of ins t i tu t iona l t ra in ing, 
the system of apprenticeship training in any plant can be a 
very good measure before a person gets into employment. I t 
provides not only p rac t ica l knowledge and s k i l l s about the 
machines but makes the trainees familiar with the working 
conditions and indus t r ia l environment in which they are to 
work. In fact, t h i s i s a t r ans i t iona l scheme which converts 
a trainee into a worker. 
Since voluntary sche-nesfor apprenticeship training 
were not forthcoming on the scale needed for indust r ia l 
114 
development in the country* the Shiva Rao Committee 
recommended for compulsory apprentice t ra in ing . Accordingly 
the Apprentice ship Act was passed in 1961, and enfoirced 
in March 1962. Under the provisions of th is Act, employers 
in specified industries are obliged to t r a in a cer ta in 
nxirtiber of apprentices in designated trades according to the 
prescribed national standards. 
The o i l ref iner ies in the country are not an exemption 
to the provisions of t h i s Act, and they are also imparting 
training of this nature to a specified number of candidates 
in different t r ades . These apprentices are being paid 
stipendiaries during the i r t ra ining period. Though the 
refineries are not obliged to absorb such trainees but they 
can get an open chance to compete with others whenever any 
vacancies are there t o which they are e l ig ib le and may have 
a be t te r poss ib i l i ty to get themselves selected. 
Post-lob Training 
These types of t raining, as tiie name suggests, is 
given af ter a person has been employed in any organization. 
There wi l l be two s i tua t ions . Either the newly employed 
person will be d i rec t ly sent to the work place or he wil l 
1, Report of the National Commission on labour. Ministry 
of Labour and Rehabil i tat ion. Govt, of India, 1969, 
p,82. 
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be t r a ined f i r s t and then asked t o perform the job on ijhich 
he has been placed. On these bases t he r e are two types of 
p o s t - j o b - t r a i n i n g , namely (1) on the job t r a i n i n g (2) v e s t i -
bule t r a i n i n g . Before going for any of these two kinds of 
t r a i n i n g a type of o r i en t a t i on a l s o becomes necessary which 
i s popularly known as induction and o r i e n t a t i o n . Let us 
d iscuss a l l of them one by one . 
Or ien ta t ion and induction as a p a r t of t r a i n i n g : 
Before a newly employed person i s t ra ined for spec i f ic 
job or t rade he mxist be welcome as a new member of the 
organiza t ion . At the f i r s t day a t school or anywhere e l s e , 
the f i r s t day of employment i s a l s o long remembered. The 
informations given and impressions crea ted on the minds of 
newly h i red employees a t the o u t s e t count much and have a 
bear ing in moulding t h e i r a t t i t u d e towards t h e i r jobs and 
the company in the l a t t e r s tages of t h e i r employment c a r e e r . 
Proper induction, the re fore , i s an i n t e g r a l p a r t <ff the 
over a l l t r a i n i n g process . Helping new employees to fee l a t 
home more quickly enables them to ge t maximum b e n e f i t of 
spec i f i c job t r a i n i n g . 
A fr iendly welcome t o the organizat ion is no t the 
only purpose of induction t r a i n i n g . An equally important 
objec t ive is t o give new employees accurate and useful 
in fomat ions about the organiza t ion , the employee se rv ices 
offered by the company, the personnel po l i c i e s t h a t w i l l 
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a f f e c t them as the employees and the jobs t h a t they w i l l 
have to perform, t h e i r nature and the r e l a t i o n s h i p with 
othpr job "A good induction programme has t h r ee p a r t s : 
1, Introductory information given informally or in group 
sess ion in the personnel department, 
2, . Fvirther information given by the new employees' 
supervisor in the department about departmental 
f a c i l i t i e s and requirements, 
3 , A follow up interviews severa l weeks a f t e r the 
employee has been on the j ob , given e i t h e r by the 
supervisor o r a r ep resen ta t ive of the personnel 
department, to answer fu r the r quest ions t h a t the 
new employee may have and to repeat seme of the 
2 
e a r l i e r information for emphasis". 
The a c t u a l information provided in a well-planned 
induct ion may vary from organizat ion t o organiza t ion , bu t 
i t should t y p i c a l l y cover a l l those mat ters which may 
e f fec t new employees during t h e i r ear ly days with the 
employer, 
On-the-Job Training 
As tJie term "OJT" ind ica tes newly hired persons are 
t r a ined by sending them d i r e c t l y to tiie job ass igned to them. 
2 , Paul Pigors and Charles A Myers, Personnel Adminis t ra t ion, 
McGraw H i l l , Kogakusha Ltd, 1977,""?,263, 
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This type of training is universal in practice, it is 
simple and inexpensive and the actual training is imparted 
by the employees' Supervisor or by an experienced worker 
already familiar with the job. This method is satisfactory 
under many conditions. However, it is not without defects. 
For instance; 
1, I t w i l l take longer time; 
2, I t w i l l not produce uniformally t r a ined workers; and 
3 , I t has no time schedule and the t r a i n e r hardly knows 
the p r i n c i p l e s of management and t r a i n i n g . He w i l l pass on 
time on t h i s p r e t e x t and production w i l l su f f e r . He may no t 
l i k e to impart the whole knowledge for the fear t h a t the 
t r a i n e e being a youngman may surpass him. 
Apart from these , there i s another problem to be 
overcome, tiiat i s , i t poses a dilemma before the superv i sor 
who may find t h a t h is production object ives c o n f l i c t wi th 
h i s t r a in ing o b j e c t i v e s , Ih i s i s poss ib le because production 
r equ i r e s t h a t the man should work a t the job he i s bes t a t ; 
t r a i n i n g requ i res t ha t he should work a t the job he i s l e a s t 
good a t ; for t h i s i s job he needs most to l e a r n . Unless the 
top management keeps on the t r a in ing accomplishment, the 
superv i sor i s l i k e l y to keep the t r a inees on t h e job he does 
b e s t . 
3 . M, George S t rauss and Leonard R. Sayles, o p , c i t , p .453 , 
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On-the-job t ra ining is a common practice in almost 
a l l organization© in India and so i s the cases in refineries 
too. Refineries working under IOC and Cochin Refinery Ltd. 
a lso have adopted this method of imparting t ra in ing very 
widely. I t i s mainly given to employees who have been promoted 
or transferred. So that they may perform the i r jobs effectively. 
Production supervisors are generally made responsible for 
finding out the weaknesses in the workers and for giving 
necessary on-the-job training to them. In case of CRL 
craftmen are trained to acquire s k i l l s in more than one 
trade so tha t they may f i t effectively into the multicraft 
system of work prevail ing there . 
Vestibule Training 
With a view to remove the defects inherent in on-the-
job-training, vest ibule training i s a good a l t e rna t ive , and 
helps as a preliminary to <5jT, but the dif f icul ty is tha t 
only big organizations can provide this kind of t ra ining 
f ac i l i t y . In t h i s method the newly employed workers are not 
d i rect ly sent to the work place rather they are sent to a 
place similar to the actual work place where every thing 
i s provided in the l ike manner as in the real workshop. 
Thus i t becomes a workshop bt a miniature sca le . The t ra iners 
are experienced and well trained in the trades and they are 
mainly appointed for the specific purpose of t ra ining new 
employees when the t ra inees become acquainted with the jc±> 
and trade, they ere sent to the actual workplace to perform 
the specific job assigned to them. 
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This method has many advantages, but the cost of 
setting up such duplicate workplace, by providing machines, 
tools, equipments and materials and creating real working 
condition, is such that every concern big or small can not 
afford it. Further, if everything is not duplicated, it 
would not be very much useful from learning as well as 
adjustment point of view v*iich is the basic objective of 
this type of training. 
Vestibule training are not given in refineries in its 
strict sense, but training approximating this method is very 
coinnon there. The only difference is that instead of estab-
lishing a duplicate workshop they are sent to the actual 
work place alongwith their instructors who explain them how 
to work and ask than even to work for their practical 
experience, 
STEPS IN TRAINING 
I t i s d i f f i c u l t t o recommend a t r a i n i n g prograrrane 
which may be e q u a l l y s u i t a b l e for each job and in e v e r y 
o r g a n i z a t i o n because t h e r e a r e s o many s p e c i a l f e a t u r e s i n 
each f i r m t o which a good t r a i n i n g prograitme must b e a b l e t o 
accommodate. However, a s y s t e m a t i c progranine f o r t r a i n i n g 
may be broken down i n t o s e v e r a l s t e p s which a r e b r i e f l y 
mentioned below: 
( i ) I d e n t i f i c a t i o n of T ra in ing Needs; F i r s t l y , i t i s 
n e c e s s a r y t o d e c i d e i n which occupa t i ons t r a i n i n g i s needed 
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and for what purpose, e i the r to renove cxirrent weaknesses 
or for future development. Training i s usually needed where 
there i s a special problem interfering with production or 
service such as excessive turnover among new employees, 
considerably high ra te of absenteeism, a h i ^ accident ra te , 
excessive spoilage of raw materials , delay in work accom-
plishment or a serious shortage of adequate replacements 
for a given job . These are the t raining needs which specially 
developed t ra ining programmes are designed to meet. Apart 
from ident i f icat ion of occxipation, the second problem is to 
find out as to how many people wi l l need training in these 
occupations and th i rd ly what are the c r i t i c a l areas where 
the planned t raining wil l brdLng about the biggest and 
quickest return and what resources will affect these decisions, 
( i i ) Examining the occupation chosen and analysing i t : In 
th i s step we have to analyse the occupation and prepare Job 
description and job specif icat ion. And if necessary further 
analysis of s k i l l s , knowledge and a t t i tude will be made in 
order to specify the areas of dif f icul ty for the selection 
of appropriate techniques for imparting t ra ining, 
( i i i ) Selection and Appraisal of Trainees: i t i s done to 
determine the persons to whom training will be imparted. 
What aptitude or personal t r a i t i s required? Whether we 
have to recru i t or r e ta in present employees and which of the 
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sp'^cified s k i l l , knowledge and att i tvjde they a l ready possess 
when compared with the job s p e c i f i c a t i o n , 
(iv) Set t ing Training Object ives ; This s tep dea l s with 
s e t t i n g of the goals and ob j ec t i ve s of t r a i n i n g , what must 
the t r a inees be able t o perform and t o what s tandard a f t e r 
ge t t i ng the t r a i n i n g in the f i e l d of t h a t occupat ion, 
(v) Drawing a sy l l abus ; Here we have to frame a sy l labus 
and include such contents which are required to f i l l up the 
t r a i n i n g gap i n order to achieve the ob jec t ives . 
(vi) Planning the Training Programme; This gives the d e t a i l e d 
t a c t i c s of t r a i n i n g and i s decided keeping in mind the 
p r i n c i p l e s of learning in order t o ensure tha t the dojec t ives 
w i l l be achieved. Here we have to consider where and in what 
consequence learn ing w i l l take p lace ? Hov; and by whom 
learning be caused ? How much time i t w i l l take and what 
resources vril l be required ? How .nuch of these resources we 
have and hew much we have to acquire ? 
(v i i ) Implementation of Training Programme; Now the ac tua l 
t r a i n i n g wi l l be s t a r t e d according to the programme e a r l i e r 
decided and i t w i l l continue t i l l the objec t ive i s achieved, 
( v i i i ) Audit ; The next s t ep i s to check and a u d i t the 
t r a in ing programme to find out whether the t r a in ing object ives 
have been achieved. Whether these objec t ives were r i g h t and 
whether the iresults j u s t i f i e d the c o s t s . The l a s t question i s 
of f u t u r i s t i c na ture i . e . could the same r e s u l t s be achieved 
more e f fec t ive ly and econoT.ically by other means ? 
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(ix) Follow-up; The next and the l a s t s tep is to follow up 
the t r a in ing to ensure t h a t the personnel t ra ined are p u t t i n g 
in to p rac t i ce what they have l e a r n t . If they do not do so, 
fur ther need should be i d e n t i f i e d and from s tep no ( i ) t o 
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on ward should be repeated . 
Application of Learning Theory in Training: 
Whatever type and methods of t r a i n i n g i s adopted, 
some a t t en t i on t o t he p r inc ip l e s of learning i s worthwhile. 
These p r i n c i p l e s have mostly been evolved and developed by 
the psycho log i s t s . 
Motivation i s an important fac tor and i t g r e a t l y 
influences the l e a r n i n g of an i n d i v i d u a l . An i n d i f f e r e n t and 
r e luc t an t person w i l l l earn l i t t l e , even from a very good 
i n s t r u c t o r . For an employee t o get benef i t from 'cTn.xr KC^^ 
he must be anxious t o improve himself and h i s job performance 
and thus enhance h is oppor tun i t ies for advancemen-*-, Ent th^•= 
fac t should a l s o be kept in mind t h a t excessive motivation 
leading to the s e t t i n g up t>f the goals beyond the c a p a b i l i t y 
t o achieve them may r e s u l t in acute disappointment and loss 
of motivation in s t ead of helping in the learn ing p r o c e s s . 
Reinforcement i s another need for learning t o take 
place, nie i nd iv idua l must receive some encouragement or 
reward, e i t h e r i n t r i n s i c such as sense of personal progress 
4 , Boydell T.H.; A Guide to Job Analysis, B r i t i sh Associat ion 
for Commercial ""and I n d u s t r i a l Education, 1970, p. 5. 
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or accomplishment or e x t r i n s i c encouragement such as p ra i se 
done by an i n s t r u c t o r or superv isor . I t i s b e t t e r i f there • 
i s balance between these two types of reward. 
Feedback or knowledge of r e s u l t must be obtained for 
reinforcement t o be e f fec t ive and improve performance of the 
t r a i n e e . I f s e l f - c o r r e c t i o n i s t o take place the t r a inee 
must know h i s behaviour and the impact tha t i t c r e a t e s . Unless 
he knows how c lose his achievement i s t o be des i red standard 
of good performance he wi l l not be able to improve h i s 
performance, no mat te r how hard and how many t imes he t r i e s . 
Learning i s most e f f ec t ive when the l ea rne r i s a c t i v e l y 
involved in the learning process, r a the r than merely l i s t e n i n g 
to a descr ip t ion of i t . The impact of learning by doing is 
g rea te r when number of senses involved are more, 
L<= a^ming takes place expedi t ious ly i f the t o t a l process 
or s k i l l to be l e a r n t i s broken down i n t o small p a r t s . Thus 
the t ra inee w i l l become s a t i s f i e d a f t e r ge t t ing the p a r t of 
h i s object ives to be achieved and thus i t wi l l be helpful and 
encouraging in learn ing the whole j o b . 
While preparing a t r a i n i n g progrartine and determining 
the s teps in t r a i n i n g the manager personnel or the t r a i n i n g 
manager should keep in mind the above mentioned p r i n c i p l e s 
of learning to make the t r a in ing highly e f fec t ive and 
meaningful. Apart from t h i s he should a l so know about the 
pa t te rn in which new s k i l l s are l e a r n t . This learning p a t t e r n 
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i s shown g r a p h i c a l l y i s c a l l e d " l e a r n i n g c u r v e s " . With the 
h e l p of a h y p o t h e t i c a l l e a r n i n g curve t h e whole p r o c e s s and 
p a t t e r n of a normal l e a r n i n g can be e a s i l y i l l u s t r a t e d . 
LEARNING CURVE 
T 
Discou ra -
g ing 
s t a g e 
I I 
I n c r e a s i n g 
Re tu rns 
I I I 
Fa l se 
P l a t e a u 
IV 
Peak 
P r o f i c i e n c y 
V 
Over Leaning 
stage ^^^^^^ 
Training Time 
As i s shown by the graph when an employee s t a r t s 
learning a new s k i l l he f i r s t faces the discouraging stage. 
This can be more discouraging to those who feel proud of 
the i r ab i l i t y and hence they need encouragement from the i r 
supervisors. Ihe duration of t h i s stage may l a s t between a 
few minitues to a few weeks depending on the newness and 
complexity of the s k i l l to be learn t . 
The second period i s an indicator of a rapid ra te of 
learning. This is the stage of increasing returns in which 
input output r a t i o , in terms of efforts made and proficiency 
gained, i s greater than one. In this period the confidence 
I 2 J 
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and sat isfact ion of employees also increase. In the third 
period a plateau emerges and new any effort or time Spent 
on training wi l l not resu l t in s ignif icant job proficiency 
and both the learners as well as the t ra iner m?y be deceived 
tha t the maximum proficiency has been a t ta ined. This plateau 
may develop because of a loss of motivation or the progress 
becoimes more d i f f icu l t , and the trainees need for 
substantial time t o develop new and improved s k i l l . 
The fourth stage i s where the learner reaches to the 
peaX of learning a s k i l l , but this is not the a l l . The 
supervisor should bear in mind that with the continued 
repeti t ion over-learning wil l take place and hence i t should 
be encouraged, over learning helps in diminishing the chances 
of forgetting even af ter a longer period of time and 
discontinuation of prac t ice . 
I t i s to be noted here tM: the learning curve of a l l 
the employees will not be the same, "There are differences 
in native ab i l i t y to synchronise muscular movements, to 
effect eyp-hand co-ordination and to sense subtle differences 
5 in fac t i le aind muscular responses". These differences pose 
serious problem before the supervisor and he has to deal 
with properly. 
5, George Strauss & Saylf^ ^s, op . c i t . , p.452, 
Management Training and i t s Techniques 
Over the yea r s , many terms have been evolved and 
developed by the management and behavioural s c i e n t i s t s to 
denote the meaning of imparting knowledge and s k i l l s and 
changing a t t i t u d e of the various members of the bus iness 
o rgan iza t ions . These terms are t r a i n i n g , manpower develop-
ment, t echnica l t r a i n i n g , management t r a in ing (MT) , 
organizat ion development (OD) and human resoxorce development 
(HRD) . Whereas t r a i n i n g and manpower development a r e 
common and have general app l ica t ions of t h e i r sense to a l l , 
t he term t echn ica l t r a i n i n g i s mainly designed t o meet the 
gap between s k i l l and knowledge requi red Of the workers in 
operat ions below the supervisory l eve l and t h e i r a v a i l a b i -
l i t y in them. On the other hand management t r a i n i n g i s meant 
s p e c i f i c a l l y for developing managerial s k i l l s to dea l with 
var ious problems a r i s i n g out of managerial i s s u e s , p a r t i c u l a r l y 
the problems of human r e l a t i ons in i ndus t ry . Organizat ion 
development i s comparatively a new term which covers the 
aspec ts of over a l l s k i l l development in the organ iza t ion 
as a whole i r r e spec t i ve of the f a c t whether the r e c e i p i e n t s 
of the t r a i n i n g are from techn ica l cadre or manager ia l . Thus 
management t r a in ing implies development of managerial 
s k i l l s r a t he r than t echn ica l . Depending on t h i s d i f ference 
eventua l ly , the techniques adopted for t h i s purpose a re 
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different from those which have been adopted in case of 
developing technical skills. Some of the major techniques 
prevalent for developing managerial capability are as 
follows: 
1. Lecture Method: 
This is traditional way of teaching and gives the 
trainer the greatest degree of control over the training 
situation. This is the easiest method of training, taken 
least time and needs least costs. A lecture can be delivered 
even under the branches of trees as it happened in case of 
"Shantiniketan" without the arrangement of many things which 
are necessary in other methods. These are the main causes 
of its wide spread acceptance. But still it is not without 
defects. The major short comings of this method are as follows; 
i) Shorter time to deal with a host of problems. 
ii) Inability of the lectiirer to connect all the points 
systematically, if he is not a good teacher; and 
iii) Absence of good training situation and passive role 
of the trainees. 
This method requires that the lecturer must have 
extensive and intensive kno(n,'ledge of the subject matter to 
be discussed and enough time to feed back and to go in 
necessary details. 
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2, Discussion or Guided Conference Method 
In order to over come the l imitat ions of s t ra igh t 
lecturing many companies have adopted "guided discussion" 
type conference. In th is method the instructor knows in 
advance v;hat informations and procedure he wants to bring 
out. Active part ic ipat ion of everyone and give and take of 
ideas is also necessary in th is method. Hence, act ive role , 
in th i s case, i s played by the t ra inees and not by the 
t r a ine r . 
There are dangers of not applying those basic 
principles in the process of t r a in ing . For instance, some 
trainees may be mere l i s teners and do not par t ic ipate 
actively while others may be highly ta lkat ive and continue 
to doninate the group. Hence, i t i s the responsibi l i ty of 
the t ra iner to put some check on act ive par t ic ipators and 
a t the Same time to encourage the passive l i s t eners for 
speaking something. In th i s way he directs and controls 
the whole discussion, 
3, The case study method; 
In this method prepared cases relat ing to the problems 
of real l i f e business s i tuat ions are distr ibuted among the 
trainees and they are asked for identify the problem (s) and 
the i r al ternative solut ions, v/hich they will have to do in 
the i r own ways. Thus through th i s method, the ins t ructor 
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t r i e s to bridge the gap between r ea l i t y and abs t rac t 
theories diascussed in the class-room. In the process he 
puts s tress on the following points , 
Ci) Increases the trainees power of observation, helps 
him to ask be t t e r questions and to look for a broader 
range of problem; 
( i i ) Encourages the group to look for more and more 
implications in each solution, keeping them away from 
pat analysis and oversimplified solutions; 
( i i i ) Helps the students to discard vague principles and 
urges them to consider not only what to do but also 
how to do i t ; and 
(iv) Encourages the trainees to t e s t the i r solutions 
against r e a l i t y . 
4, Simulation; 
Simulation is a term which i s used to denote a 
broad range of techniques in which trainees workout various 
samples of rea l l i f e problems to pract ise in decision making 
or working together as members of a group or both. I t 
involves learning through doing rather than memorising. 
I t is a kind of vestibule t raining and requires more 
involvement than the case method. Under this term we can 
include management game, in basket technique and role 
playing. 
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( i ) Management Game: 
This i s one form of s imulat ion in which s e v e r a l teams 
a re involved and each team i s given a firm to operate for a 
number of per iods . In each period each team has t o take 
decision as to how much t o produce, a t what pr ice to s e l l , 
how much to spend on adver t i s ing and how much inventory to 
maintain. Since a l l the firms run i n the same indus t ry , i t 
i s , therefore , n a t u r a l tha t a l l t h e firms wi l l a c t and 
r e - a c t and t h e i r r e s u l t s w i l l be a f fec ted by the decis ion 
taken by one firm or t he o t h e r . All such informations are 
fed in the computer which i s programmed and behaves l i k e a 
market. At the end of each period the computer r e p o r t s back 
t o each firm which becomes feed back aid a bas i s for fur ther 
dec i s ion . F ina l ly t h a t firm i s supposed to be well managed 
which becomes able t o accumulate l a r g e s t volume of p r o f i t 
during the whole period* VJhen the game ends a l l t h e f i rm 
analyse t h e i r mistakes and gene ra l i s e t h e i r exper iences . 
( i i ) In-basket Technique; This is a form of s imula t ion in 
which the t r a inee i s given a very shor t period of time to 
take decision or handle a s i t u a t i o n . He i s suddenly exposed 
t o an unexpected s i t u a t i o n and has to handle i t proper ly 
within a shor t period of time. One of such s i t u a t i o n may 
a r i s e in the r e a l l i f e of a manager when he i s placed in 
the chai r of h i s boss on h i s sudden death and he w i l l have 
t o see in to a v a r i e t y of mat ters a t t h e same t ime. This 
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technique provides experience no t only in decis ion making 
bu t a l s o in implementing them. This d i f f e r s from, management 
game in the sense t h a t in t h i s form the re i s no feed back 
as to how well the decision was e f f e c t i v e as i t i s poss ib le 
in case of management game. 
( i i i ) Role-Playing; This i s a t h i r d form of simulation 
which puts emphasis on hvanan r e l a t i o n s . Here t r a i n e e s are 
d i rec ted to play some r o l e a f t e r they a r e acquainted with 
the problems and r e l a t e d subject m a t t e r s . They have to ac t 
as they do in r e a l l i f e . Among the t r a i n e e s sane are assigned 
with the ro le of executives while o the rs a re made t h e i r 
subordinates , A person may be a personnel manager o ther one 
his deputy, a th i rd one a t rade u n i o n i s t and other may be 
posing themselves as the Heads of o the r departments. Role 
playing i s much more f r u i t f u l i f i t i s followed by c l a s s 
d i scuss ion . Before the sess ion s t a r t s , the t r a i n e r may 
suggest c ruc ia l poin ts for the p a r t i c i p a n t s t o observe and 
then use these areas as a framework for the svibsequent 
d iscuss ion . 
Role playing i s very d i f f i c u l t , because everyone wi l l 
not be so s incere to f i t in himself t o the pos i t ion assigned 
t o him. And if they are unable t o do so t h e i r l e a rn ing and 
experience wi l l remain incomplete. 
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(5) Sensit ivi ty Training; 
This is also known as T-Group training (where "T" 
stands for training) and laboratory t ra ining. This is based 
on non-directive principles of therapy treatment, evolved 
by Carl Roger, an eminent psychologist. In non-directive 
system of this treatment, the insane person himself discloses 
everything and thus helps the therapis t in the process of 
diagnosis and sugqestion of treatment. 
T-group t ra ining differs from other techniques of 
training in the sense that i t is concerned- with rea l and 
not with simulated problems existing within the training 
group i t se l f . In t h i s .T\ethod of t raining the executives and 
supervisors induce themselves to learn something in the i r 
own way. Since they have to deal with human elements in 
the business, hence, i t i s necessary tha t they should under-
stand each others desires, feelings and sentiments which 
can be well done by keeping one-self in the position in 
which others are . This is why the trainees are advised to 
l ive together, eat , drink and ta lk together so that they 
can real ise the s i tua t ion and appreciate the same in which 
others are . This wil l a lso be helpful in understanding 
the sentiments, feelings emotions and problems of others 
in the group. 
Although individual t ra iners may differ in emphasis, 
T-group training can be used to help the trainees t o : 
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1, Learn more a b o u t themselves s p e c i a l l y t h e i r own weak-
nes se s and e m o t i o n s , 
2 , Develop i n s i g h t i n t o how tiiey r e a c t t o o t h e r s and a l s o 
how o t h e r s r e a c t t o him, 
3 , Discover how groups work and how t o d iagnose human 
r e l a t i o n s p rob lems , 
4 , Find out how t o behave more e f f e c t i v e l y i n i n t e r p e r s o n a l 
r e l a t i o n s , and in p a r t i c u l a r , how t o manage peop le 
th rough means o t h e r than power. 
5 , Develop more competent , a u t h e n t i c , r e l a t i o n s in which 
f e e l i n g s a re exp re s sed o p e n l y . 
6 , Confront i n t e r p e r s o n a l problems d i r e c t l y , s o t h a t they 
can be so lved , r a t h e r than t r y i n g t o avoid them, smooth 
them over , o r seek a compromise t h a t i s n o t r e a l l y a ^ 
s o l u t i o n " , 
This i s c a l l e d l a b o r a t o r y t r a i n i n g , because T-groups 
a r e l i k e l a b o r a t o r i e s in which peop le experiment on them-
s e l v e s and g e n e r a t e da t a f o r t h e i r own d i s c u s s i o n s , T-groups 
a r e r e a l l y s m a l l d i s c u s s i o n groups wi th no s e t l e a d e r s . 
TRAINING NEEDS IN REFINERIES 
All the refineries working under lOCL, HPCL and BPCL 
are very large in their sizes and complex in their operations, 
6, George Strauss & Leonard R, Sayles op.cit. p.537. 
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They are employing one thousand to three thousand workers 
each and in some cases even more than t h a t . Most of the 
un i t s working independently are a l s o considerably bigger 
in t h e i r s i z e s . Moreover they a re always expanding t h e i r 
production capaci ty and adding new products t o t h e i r 
product l i n e s . Despite the f ac t t h a t machines a r e mostly 
automated, the complexity and t e c h n i c a l i t y of machines, 
tools and equipments used the re can not be taken l i g h t l y . 
They are so much complicated t h a t even the raw hand graduates 
in Engineering and Technology can hardly handle them without 
some p r a c t i c a l t r a i n i n g of s p e c i f i c type . Thus the need for 
t r a ined persons and consequently t h a t of well planned and 
well managed t r a i n i n g programmes cons tan t ly increasing with 
the expansion of ex i s t i ng p lan t s and establ ishment of new 
ones. Therefore, need for es tabl ishment of fu l l fledged 
t r a in ing centres i n various u n i t s was f e l t badly and 
ul t imate ly they were e s t a b l i s h e d . The u n i t s which d o n ' t have 
adequate t ra in ing f a c i l i t i e s in t h e i r premises to t r a i n a l l 
types of people, get the advantage of such f a c i l i t i e s 
ava i lab le a t o ther p l a c e s . 
Training Programme in Oil Ref iner ies 
As i s obvious from the preceding discuss ion, due to 
unavoidable needs and continuous requirements of a large 
number of t ra ined persons , the r e f i n e r i e s have already 
es tabl i shed t h e i r own t r a i n i n g cen t res working under t h e i r 
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respective personnel departments. Mostly they are run by 
a Manager Training under whom several other Engineer 
t ra iners perform the job of imparting t raining to the needy 
persons. 
Engineering graduates of different branches v i z . . 
Mechanical, Elect r ical , Chemical and petrochemical e t c , are 
selected according to the needs of different ref iner ies and 
then trained there . In case of ref iner ies \ander IOC, the 
future requirements of such personnel are assessed locally 
and centrally for each uni t and recruitment is done by 
company (ICXU) on the basis of writ ten tes t s and interviews, 
alien they are sent to different un i t s for t ra ining purposes 
where they are trained in the i r respective f i e l d s . After 
successful completion of th«alr t ra ining they are absorbed 
in these units according to the i r needs and requirements. 
Besides engineering graduates they also invi te appl i -
cations from candidates passing from ITis for t he i r 
apprenticeship programme. In view of the Apprenticeship 
Act, 1961, they are obliged to give t ra ining to a cer tain 
number of persons. During the training period v/hich i s 
generally of one year they also pay stipend to each apprentice 
but in th i s case they are not bound to absorb them in the i r 
organizations as i t is applicable in case of engineer 
t ra inees . 
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More than a decade back (i.e. in 1974) they have 
started "Management Training" programme also to train fresh 
graduates from any discipline and particularly those who 
have management qualifications like MBA, t'IMS, D.B.Ms degree 
or diploma holders in labour relations and Social Welfare, 
These candidates are also selected on the basis of written 
test, and interviews. Since they started this programme, 
the application of sophisticated techniques of selection 
and training had not been adopted to the extent as they 
had been in use in industrially developed countries of the 
world and also in some of the Indian firms with foreign 
collaboration such aS CRL and Madras refineries. Management 
trainees are also trained theoretically and practically in 
different areas of management and then absorbed in different 
units according to their needs. During the training period 
they are also paid a consolidated amount as their stipends 
as in case of engineer trainees and then they are given 
proper scale of pay after their final placement. 
So far as the types and methods of training programme 
are concerned in case of technical training to the technicians 
and engineers they generally adopt on the job, vestibule and 
apprenticeship training in which both lecture, discxission 
and learning by doing methods are applied, Alongwith a 
little amount of conceptual and theoratical knowledge major 
emphasis is put on practical training. 
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Management t rainees were imparted training through 
lecture and group discussion methods. Most sophist icated 
techniques of managing training l ike role-playing, case 
study, management game and T-group training could get their 
places in the ref iner ies only a few years back. 
For executive and administrative personnel they 
arrange for some vocational t ra ining programmes. I t is 
arranged for ten days, one week, three days and some times 
even for one lecture only. 
The purpose of imparting such t ra in ing t o the existing 
employees and a lso to the potent ial personnel is to improve 
the i r s k i l l s and proficiency for effective performance of 
t he i r tasks in the organization. Some times i t i s meant for 
f inal placement a f te r fresh appointment and scxne times af ter 
t ransfer or prcxnotion as the case may be. 
Inspite of a l l these, for long there have not been 
proper provisions for the training of commcxi workers in the 
r e f ine r i e s . Since they are basic operatives in the to ta l 
frame v/ork, i f they wi l l not be properly educated and 
sincerely trained the whole organisation wi l l suffer . I t 
is they whose increased efficiency wi l l mainly raise the 
productivity and ultimately the p ro f i t ab i l i t y of the companies, 
Hence the i r improvement through various types of t raining 
required adequate at tention to be paid, without which the 
purpose and objectives of training and manpower development. 
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i n t h e i r t r u e s e n s e , would h a v e n o t b e e n a c h i e v e d . D u r i n g t h e 
p a s t few y e a r s o p e r a t i v e s ' t r a i n i n g c o u l d a l s o b e p a i d f u l l 
a t t e n t i o n and g e t momentum, A f u l l a c c o u n t of a l l t y p e s of 
t r a i n i n g i n r e f i n e r i e s would be made i n t h e f o l l o w i n g p a g e s , 
TRAINI^SG PROGRjiiMMES IK REFINERIES OPERATING UNDER 
I , 0 , C , 
I n d i a n O i l C o r p o r a t i o n L t d . , h a s 32000 e m p l o y e e s , one 
f i f t h o f whom a r e o f f i c e r s . These p e o p l e work i n 300 u n i t s 
wh ich a r e s p r e a d a l l t h e c o u n t r y . The company knows t h e 
i m p o r t a n c e o f human r e s o u r c e s and f u l l y r e c o g n i s e s how 
i m p o r t a n t i t i s t o d e v e l o p i t s human r e s o u r c e s . T h a t i s why 
i t h a s l a u n c h e d t h e Human R e s o u r c e Deve lopmen t P rogramme. 
I n d i a n O i l Human R e s o u r c e Deve lopmen t Programme 
c o m p r i s e s -
( i ) Ro le A n a l y s i s ; ( i i ) Goal S e t t i n g a n d A p p r a i s a l ; 
( i i i ) Peed b a c k and c o u n s e l l i n g ; ( i v ) R e c r u i t m e n t a n d 
S e l e c t i o n ; (v) S u c c e s s i o n P l a n n i n g ; ( v i ) C a r e e r P l a n n i n g ; 
( v i i ) Manpower p l a n n i n g and f o r e c a s t i n g ; ( v i i i ) J o b E n r i c h -
ment ( i x ) Work R e - d e s i g n , and (x) R o l e D e v e l o p m e n t . 
IOC'S TRAINING PHILOSOPHY 
I t i s I n d i a n O i l ' s C o r p o r a t e P h i l o s o p h y t h a t t h e 
i n h e r e n t p o t e n t i a l of f^veryonf-should b e d e v e l o p e d f o r b e t t e r 
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organizational performance. The training is usually meant 
for the development of knowledge and skills and change in 
attitudes. 
Each and every employee seeks to develop his knowledge 
and skills. The corporation encourages and assists such 
efforts through formal and on the job training. 
On the job training is an essential aspect of functional 
training programme and class room training supplements it. 
The training efforts aim at fulfilling the requirements 
for employees towards better job performance and consequently 
achieving organizational effectiveness. 
Now the organization puts equal emphasis on imparting 
training to all categories of employees. 
In a developmental training programme an attempt is 
made to bring together the participants from different 
disciplines. 
The vitality of an organization depends mainly on its 
capacity to adapt itself to the changing situations and 
circumstances, 
TRAINING FACILITY 
Out of 32000 employees of IOC, a little more than one 
third undergo one or the other types of training programnne 
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e v e r y y e a r . The o r g a n i z a t i o n h a s a l s o t a k e n k e e n i n t e r e s t 
i n d e v e l o p i n g i n f r a s t r u c t u r e f o r t h i s p u r p o s e . T r a i n i n g 
c e n t r e s h a v e b e e n d e v e l o p e d a t e a c h r e f i n e r y , m a r k e t i n g 
r e g i o n s and head q u a r t e r s . They p r o v i d e t e c h n i c a l t r a i n i n g 
and management d e v e l o p m e n t p r o g r a m m e s . These t r a i n i n g 
c e n t r e s a r e h e a d e d b y T r a i n i n g M a n a g e r s i n a l l t h e s i x 
r e f i n e r i e s b e s i d e s t h e p i p e l i n e s and t h e h e a d o f f i c e of t h e 
R e f i n e r i e s and p i p e l i n e s D i v i s i o n . 
The M a r k e t i n g D i v i s i o n of t h e Company a l s o h a s s i m i l a r 
t r a i n i n g c e n t r e s i n e a c h of t h e f o u r r e g i o n a l o f f i c e s a t 
C a l c u t t a , Bombay, New D e l h i and M a d r a s . 
I n a d d i t i o n t o t h e T r a i n i n g c e n t r e s a t each r e f i n e r y 
a n d m a r k e t i n g r e g i o n , IOC h a s e s t a b l i s h e d , a I ' .anagement 
Academy a t H a l d i a i n 1979 . The academy i s h e a d e d by a 
p r i n c i p a l a n d h a s a d e q u a t e f a c i l i t i e s f o r o r g a n i s i n g f u n c t i o n a l 
a n d e x e c u t i v e d e v e l o p m e n t p r o g r a m m e s . 
The R e s e a r c h and Deve lopment C e n t r e a l s o o r g a n i s e s 
r e g u l a r p e r i o d i c t r a i n i n g programmes t o b r u s h up and u p -
d a t e t h e knowledge and s k i l l s of e n g i n e e r s , s c i e n t i s t s and 
o t h e r t e c h n i c a l p e r s o n n e l . 
THAULING CEIMTRES 
A l l t h e t e n t r a i n i n g c e n t r e s a t v a r i o u s r e f i n e r i e s 
a n d m a r k e t i n g r e g i o n s of I n d i a n O i l C o r p o r a t i o n j o i n i n g 
t o g e t h e r c a t e r t o t h e t r a i n i n g .needs o f a l l c a t e g o r i e s of 
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employees i n t h e Company, They supplement on t h e j o b 
t r a i n i n g e x p e r i e n c e and give exposure in a l l t h e f u n c t i o n a l 
a r e a s . Appren t ice t r a i n e e s a r e a l s o impar ted t r a i n i n g a t 
t h e s e c e n t r e s . The c l a s s - room i n s t r u c t i o n s a r e r e i n f o r c e d 
by o n - t h e - j o b e x p o s u r e s . Each t r a i n i n g c e n t r e p r e p a r e s i t s 
annt ial c a l e n d e r of v a r i o u s k inds of t r a i n i n g p rogramnes . 
Th i s i s done w e l l i n advance and the p a r t i c i p a n t s a r e 
i n t i m a t e d w e l l i n t ime s o t h a t t h e y may a l s o p l a n and 
prograinne p r o p e r l y . 
These c e n t r e s have s u f f i c i e n t h o s t e l accomodat ion 
f o r t r a i n e e s i n t h e i r townsh ips . In c a s e of m a r k e t i n g , 
a d e q u a t e h o t e l accomodation i s p rov ided f o r a t a l l t r a i n i n g 
p o i n t s . The d u r a t i o n of t r a i n i n g programmes v a r i e s from a 
few days t o s e v e r a l months. Most of t h e t r a i n i n g prograrwnes 
f o r e x e c u t i v e development a r e conducted a t the H a l d i a 
Management Academy. HRD programmes were a l s o i n i t i a t e d a t 
Ha ld ia on e x p e r i e m e n t a l b a s i s and a f t e r g e t t i n g s u c c e s s i t 
was g r a d u a l l y ex tended t o o t h e r r e f i n e r i e s , 
INDIAN OIL MANAGEMENT ACADEMY 
The I n d i a n O i l Management Academy a t H a l d i a o f t en 
c a l l e d IMA, p r i m a r i l y o f f e r s f u n c t i o n a l and deve lopmen ta l 
programmes, for e x e c u t i v e s and managers a t v a r i o u s l e v e l s . 
In a s h o r t span of e i g h t and h a l f y e a r s i t has deve loped 
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t r a i n i n g c a l e n d e r fo r over 40 programme p e r annum. Approx i -
m a t e l y 3,000 e x e c u t i v e s have been b e n e f i t t e d from t h e s e 
programmes. 
The IOC Management Academy has a c q u i r e d and developed 
s u f f i c i e n t i n f r a s t r u c t u r e for t h e purpose of t r a i n i n g . The 
b u i l d i n g c o n s i s t s of an a u d i t o r i u m , a confe rence h a l l , a 
f u l l y eqxiipped l i b r a r y , a spac ious lounge and a i r - c o n d i t i o n e d 
b o a r d i n g and l o d g i n g f a c i l i t i e s . 
The Academy a l s o a v a i l s a modem communication sys tem 
and s o p h i s t i c a t e d a u d i o - v i s u a l a i d s . These f a c i l i t i e s a r e 
p rov ided fo r v a r i o u s s e s s i o n s a s w e l l a s i n d i v i d u a l and 
group e x e r c i s e s . Adequate s p o r t s and r e c r e a t i o n f a c i l i t i e s 
have a l s o been made a v a i l a b l e t h e r e i n t h e academy, 
TRAINERS AND INSTRUCTORS 
Most of t h e t r a i n e r s f o r v a r i o u s t r a i n i n g programmes 
a r e in house . The c o r p o r a t i o n i s ve ry choosy i n s e l e c t i n g 
f a c u l t y members. They a r e very c a r e f u l l y chosen, k e e p i n g 
i n view t h e i r a r e a s of s p e c i a l i s a t i o n , Ihe types of t r a i n e e s , 
t h e i r l e v e l of u n d e r s t a n d i n g and the o b j e c t i v e s of t h e 
t r a i n i n g programmes a r e f u l l y taken c a r e of. Another i m p o r t a n t 
f a c t o r g iven f u l l we igh tage , whi le s e l e c t i n g f a c u l t y members 
i s t h e i r communication a b i l i t y and p r o f i c i e n c y in t h e i r 
e x p r e s s i o n . 
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The company a l s o i n v i t e s r enowned s p e a k e r s and g u e s t 
f a c u l t y i n a r e a s where e x p e r t l e s a r e n o t i n t e r n a l l y a v a i -
l a b l e . 
TRAINING METHODOLOGY AND PEDAGOGY SYSTEM 
The t r a i n i n g m e t h o d o l o g y i s such t h a t p r o v i d e s t h e 
t r a i n e e s w i t h ample o p p o r t u n i t i e s t o a c t i v e l y p a r t i c i p a t e 
i n t h e p r o g r a n m e . P u l l r e c o g n i t i o n i s g i v e n t o t h e l e a r n i n g 
t h e o r y and l e a r n i n g p r o c e s s . Emphas i s i s p l a c e d on t h e u s e 
of c a s e s t u d y me thod , s i m u l a t i o n e x e r c i s e s , r o l e p l a y , i n 
b a s k e t t e c h n i q u e and v a r i o u s o t h e r k i n d s of s t r u c t u r e d a n d 
u n s t r u c t u r e d e x e r c i s e s . 
S o p h i s t i c a t e d and modem c o m m u n i c a t i o n a i d s and 
i n s t r u c t i o n s t e c h n i q u e s a r e u3ed t o r e - i n f o r c e t h e l e a r n i n g 
p r o c e s s . A u d i o - v i s u a l a i d s l i k e s l i d e p r o j e c t o r s . Cinema 
p r o j e c t o r . Ove rhead p r o j e c t o r s , V i d e o - C a s a e t t e r e c o r d e r 
and T ,V. m o n i t o r s e t s a r e made u s e of i n a l m o s t a i l t r a i n i n g 
c e n t r e s . B e s i d e s , t r a d i t i o n a l b l a c k b o a r d s and f l i p c h a r t s 
a r e a l s o u s e d f r e q u e n t l y , 
FUTURE PROSPECTS: 
The C o r p o r a t i o n h a s b o t h s h o r t term and l o n g - t e r m 
p l a n s f o r i t s g rowth and d e v e l o p m e n t . A longwi th o r g a n i z a t i o n a l 
groiv'th and c o r p o r a t e p l a n s t r a i n i n g a c t i v i t i e s and f a c i l i t i e s 
a r e a l s o r e q u i r e d t o cope w i t h . I t i s r e q u i r e d t o mee t t h e 
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g r o w i n g n e e d s of human r e s o u r c e d e v e l o p m e n t i n t h e o r g a n i -
z a t i o n , I . O . C , i s a l s o a w a r e and f u l l y r e c o g n i s e s i t s r o l e 
a s c a t a l y s t i n t h e a r e a of HRD and a l s o a s a c h a n g e a g e n t 
i n t h e s o c i e t y a t l a r g e . 
Two t r a i n i n g c e n t r e s a r e a d d e d t o t h e p i p e l i n e s 
d i v i s i o n one e a c h a t C a l c u t t a and R a j k o t . At t h e c o r p o r a t e 
l e v e l a l s o I * O . C , p l a n s t o e s t a b l i s h two t r a i n i n g i n s t i t u t e s . 
One such i n s t i t u t e w i l l b e e s t a b l i s h e d a t Gurgaon n e a r D e l h i 
and w i l l b e named a s I n d i a n o i l Management Deve lopment 
C e n t r e . TOie o t h e r one w i l l be p r o v i d i n g t r a i n i n g f a c i l i t i e s 
t o c h e m i c a l t r a d e a p p r e n t i c e t r a i n e e s . I t w i l l a l s o o r g a n i z e 
t r a i n i n g progranwnes f o r i m p r o v i n g s k i l l s of t e c h n i c i a n s 
and o p e r a t o r s e t c . 
The I n d i a n O i l Management C e n t r e w i l l c a t e r t o t h e 
t r a i n i n g n e e d s o f S e n i o r Management C a d r e s . T h i s v . ' i l l 
h e l p o r g a n i s a t i o n i n d e v e l o p i n g m a n a g e r s f o r h i g h p o s i t i o n s 
i n t h e company. 
ORGANIZATIONAL STRUCTURE; 
A l l t h e t r a i n i n g c e n t r e s a t e a c h of t h e r e f i n e r i e s 
and t h e p i p e l i n e s d i v i s i o n s have a common o r g a n i z a t i o n a l 
s e t u p . A l l t h e t r a i n i n g D e p a r t m e n t s / C e n t r e s a r e h e a d e d 
b y T r a i n i n g M a n a g e r s (TRil) v/ho a r e a s s i s t e d by D e p u t y 
T r a i n i n g Managers (DTRM), S e n i o r T r a i n i n g O f f i c e r s (STRO) 
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a n d t r a i n i n g O f f i c e r s (TRO); Thpy come u n d e r t h e ' O f f i c e r s ' 
Grade of t h e D e p a r t m e n t and t h e i r number may v a r y from one 
c e n t r e t o a n o t h e r c e n t r e . 
A p a r t from ' O f f i c e r s ' Grade* t h e c e n t r e s a l s o c o n s i s t 
of s t a f f and m i n i s t e r i a l e m p l o y e e s . They i n c l u d e s t e n o g r a p h e r s , 
s e c r e t a r i e s and m e s s e n g e r s e t c , who a s s i s t t h e O f f i c e r s i n 
t h e i r work and f a c i l i t a t e i n t h e smoo th f u n c t i o n i n g of t h e 
c e n t r e s . 
ORGANOGRAM OF THE TRAINING CENTRES 
The f o l l o w i n g o r g a n i z a t i o n a l c h a r t d e p i c t s t h e 
o r g a n i z a t i o n a l s t r u c t u r e of t h e v a r i o u s t r a i n i n g c e n t r e s of 
I n d i a n G i l C o r p o r a t i o n . 
T R M 
D T R M 
TRO 
OFFICE SECRETARY STENOGRAPHERS 
SECRETARY 
MESSENGERS 
TRO 
14o 
The o r g a n i z a t i o n a l s e t up of I . O . C , Management Academy 
a t H a l d i a i s s l i g h t l y d i f f e r e n t . I t i s h e a d e d by a P r i n c i p a l , 
v/ho i s a s s i s t e d by a V i c e - p r i n c i p a l , f a c u l t y members and 
A d d i t i o n a l O f f i c e r s (ADO'S) . 
A l l t h e t r a i n i n g Managers a t v a r i o u s t r a i n i n g c e n t r e s 
and t h e P r i n c i p a l of t h e Academy h a v e t o r e p o r t t o t h e 
Depu ty G e n e r a l Manage r (HRD), who i s a c c o u n t a b l e t o t h e 
G e n e r a l Manager ( p e r s o n n e l ) a t t h e H e a d q u a r t e r s a t New D e l h i , 
a s i t i s shown i n t h e f o l l o w i n g c h a r t . 
G.M. (P) 
D.G.M, 
GAUHATI BARAUNI GUJRAT 
;HRD; TRG) 
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TRAINING SYSTEM IN I , 0 « C . 
(A) IDENTIFICATION OF TRAINING NEEDS: 
The t r a i n i n g needs of o f f i c e r s a r e g e n e r a l l y a s s e s s e d 
through the Annual perfor-nance A p p r a i s a l (A,P.A.) in which 
t h e O f f i c e r s a re r e q u i r e d to t e l l a b o u t t h e i r needs a c c o r -
d ing to t h e i r a s ses smen t and the Repor t ing or C o n t r o l l i n g 
O f f i c e r s a r e a l s o r e q u i r e d t o a s s e s s t h e t r a i n i n g needs of 
t h e a s s e s s e e o f f i c e r as per h i s a s s e s s m e n t . The need fo r 
r e f r e s h e r cour ses i n f u n c t i o n a l a r e a s i s a s s e s s e d by the 
Heads of Depar tments , 
In the I n d i a n O i l Management Academy t h e cou r se s and 
programmes conducted a r e l inked t o t h e needs as mentioned in 
t h e APA forms, t h e copy of which i s a l s o forwarded t o t h e 
t r a i n i n g depa r tmen t . The Department convenes meet ing of 
t h e u n i t l e v e l t r a i n i n g committee to review and d e c i d e t h e 
t r a i n i n g needs . Only then t h e annua l c a l e n d e r f o r t h e IMA 
t r a i n i n g prograimies a r e p r e p a r e d , 
EMPLOYEES SELECTION FOR TRAINING; 
Except Baraun i and Gu j r a t i n a l l IOC r e f i n e r i e s S e l e c t i o n 
of e.Tiployees f o r t h e purpose of t r a i n i n g i s done on t h e b a s i s 
of t h e recommendation of ApA and a l s o on the b a s i s of adhoc 
recommendations. 
In Barauni and Gu j r a t r e f i n e r i e s S e l e c t i o n of employees 
i s done ( i ) by t h e Heads of t h e Departments th rough APA upto 
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•C' Grade, ( i i ) by Head Off ice f o r 'D ' Grade O f f i c e r s and 
above and ( i i i ) mid-year recommendations by the Heads of 
t h e Depgrtments f o r a l l employees a r e duly approved by the 
D G M / G M / H - 0 , 
Once t h e annua l c a l e n d e r f o r t r a i n i n g i s f i n a l i s e d 
at IMA, t h e c o u r s e s a r e i n t i m a t e d t o each TRM ^ R e f i n e r i e s 
& p i p e l i n e s ) r e q u e s t i n g them fo r nominat ion of t r a i n e e s . 
The TR^'s normal ly review the ApA recommendations and 
o b t a i n t h e app rova l of the H.O.D. a s a l s o of t h e management 
and then the nomina t ions a r e i n t i m a t e d t o I.M.A. 
A CHOICE BETWEEU IN-HOUSE AND OUTSIDE TRAINING: 
The t r a i n i n g programmes which can be o r g a n i s e d wi th 
t h e h e l p of i n t e r n a l f a c u l t y and a v a i l a b l e r e s o u r c e s a r e 
conducted a t t h e u n i t s t r a i n i n g c e n t r e s of R e f i n e r i e s , 
p i p e l i n e D iv i s ion and Market ing D i v i s i o n , However, in a l l 
r e f i n e r i e s where s p e c i a l i s e d t r a i n i n g i s r e q u i r e d and 
f a c u l t y i s n o t a v a i l a b l e i n t e r n a l l y , or f a c i l i t i e s a r e 
i n a d e q u a t e for such programmes employee r e q u i r i n g such k inds 
of t r a i n i n g a r e s e n t o u t s i d e . The d e c i s i o n for o u t s i d e 
t r a i n i n g i s based on c o s t - b e n e f i t a n a l y s i s . For IMA, t h i s 
choice i s f i n a l i s e d by t h e u n i t TRM'S a t t h e u n i t l e v e l . 
IMA has nothing t o do w i t h t h e d e c i s i o n of depu t ing any 
o f f i c e r for i n -ho \ a se /ou t s ide t r a i n i n g of t h e o f f i c e r s or 
s t a f f . 
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SELECTION OF FACULTY MEMBERS: 
The f a c u l t y members a r e s e l e c t e d i n c o n s u l t a t i o n with 
t h e Head of t h e Departments of r e s p e c t i v e d i s c i p l i n e s and 
a r e a s of s t udy . They a r e s e l e c t e d from o t h e r u n i t s and t h e 
Head q u a r t e r as and when they a r e r e q u i r e d . 
For some in -house t r a i n i n g progranwes f a c u l t y i s 
borrowed from o u t s i d e agenc ie s l i k e ISTD, DPC, and NPC e t c . 
Capable and p o t e n t i a l f a c u l t i e s a r e encouraged in 
d i f f e r e n t in -house t r a i n i n g programmes as a p a r t of f u r t h e r 
development of s k i l l s and knowledge fo r t h e purpose of 
f u r t h e r grooming. 
While s e l e c t i n g f a c u l t y fo r v a r i o u s t r a i n i n g programmes 
t h e i r educa t i on , e x p e r i e n c e , t r a i n i n g a p t i t u d e f o r i m p a r t i n g 
t r a i n i n g a r e g iven due weightage, . While s e l e c t i n g f a c u l t y 
from o u t s i d e two t h i n g s are c o n s i d e r e d ve ry i m p o r t a n t ; t h e i r 
r e p u t a t i o n and per formance . 
At Ind ian O i l Management Academy, O f f i c e r s a r e deputed 
on t enu re b a s i s . I t t a k e s s u f f i c i e n t t ime fo r t h e f a c u l t i e s 
t o develop themselves t o become c o r e f a c u l t y . E f f o r t s a r e 
made t o develop each f a c u l t y t o t h e f u l l e s t e x t e n t so t h a t 
t hey may u l t i m a t e l y become core of the f a c u l t y a t a l a t e r 
s t a g e . 
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DESIGN OF CURRICULUM AND COURSE CONTENT 
Courses a r e des igned and c o u r s e c o n t e n t s a r e dec ided 
in c o n s u l t a t i o n with the r e s p e c t i v e HOD'S of the concerned 
d i s c i p l i n e which a r e reviewed by the Head Off ice and a l s o 
in the confe rences of t r a i n i n g Managers from t ime t o t ime 
t o ensure t h a t t hey confirm t o t h e p r e s e n t and f u t u r e 
t r a i n i n g needs , 
IMA course d e s i g n i s a l s o based on t h e needs and 
requ i remen t s of the organizat ion . The o b j e c t i v e s of each 
c o u r s e a r e d i s c u s s e d a t TRT l^'S Conference a t the Head O f f i c e , 
D i s c u s s i o n with out s ide f a c u l t i e s of repute i s a l s o done 
t o c r o s s check. Various f a c u l t i e s who have already offered 
t h o s e s u b j e c t s a t IMA are a l s o requested t o develop hand 
b o o k s . These handbooks are d i s t r i b u t e d among the par t i c ipant s , 
The c o n t e n t , reading materials and t echn ica l notes of high 
s t a n d a r d a r e a l s o p r e p a r e d , 
EVALUATION OF TRAINING PERFORMANCE 
For a l l the t r a i n i n g programmes whether conducted 
i n s i d e or by the o u t s i d e a g e n c i e s , there i s a system of 
performance e v a l u a t i o n . This i s done inunediately a f t e r the 
programme and a l s o a f t e r a lapse of t ime . Feed back for the 
improvement in the tra in ing programmes are obtained from 
the p a r t i c i p a n t s . 
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MAINTENANCE OF TRAINING RECORDS 
T r a i n i n g r e c o r d s a r e m a i n t a i n e d i n t h e C a r d e x Sys tem 
and p e r i o d i c a l l y up d a t e d a t a l l t r a i n i n g c e n t r e s a s w e l l 
a s IMA, At B a r a u n i r e c o r d s of o f f i c e r s a r e m a i n t a i n e d i n 
Ca rdex and a r e g i s t e r i s m a i n t a i n e d f o r n o n - o f f i c e r s . At 
M a t h u r a a l s o v a r i o u s r e c o r d s p e r t a i n i n g t o t r a i n i n g and 
d e v e l o p m e n t a c t i v i t i e s a r e b e i n g m a i n t a i n e d . 
At G u j r a t r e f i n e r y t r a i n i n g c e n t r e a p r o f i l e a n d 
t r a i n i n g c a r d of e a c h t r a i n e e i s m a i n t a i n e d , S l j n i l a r l y 
r e f e r e n c e c o p i e s of each programme r e a d i n g m a t e r i a l s and 
t e c h n i c a l n o t e s a r e a l s o m a i n t a i n e d . 
At p i p e l i n e s D i v i s i o n t r a i n i n g r e c o r d s a r e m a i n t a i n e d 
i n t h e IOC f o r m a t s . A c t i o n h a s a l r e a d y been t a k e n t o 
c o m p u t e r i s e t r a i n i n g r e c o r d s , s o t h a t t h e d a t a s t o r e d i n 
c o m p u t e r may b e u t i l i z e d f o r a n a l y s i s and f u t u r e d e c i s i o n s . 
At t h e IMA f i l e s f o r e a c h c o u r s e i s m a i n t a i n e d i n t h e 
o f f i c e . Names of f a c u l t y and p a r t i c i p a n t s a l o n g w i t h t h e i r 
d e s i g n a t i o n and p l a c e m e n t a r e k e p t i n t h e f i l e . S e p a r a t e 
f i l e s a r e m a i n t a i n e d f o r e v a l u a t i o n s h e e t s and r e p o r t s of 
t h e c o u r s e s , wh ich a r e c i r c u l a t e d t o a l l t h e GMs/DGM's and 
TRMS. 
TRAINING BUDGETS 
As p e r p r o c e d u r e of b u d g e t i n g e a c h t r a i n i n g c e n t r e 
p r e p a r e s i t s a n n u a l b u d g e t f o r d i f f e r e n t t r a i n i n g programmes . 
IbJ 
The allocated amount is spent on the following heads: 
Wages and salary of 'the staff and officers of the 
training department. 
Expenditure on welfare amenities and over time. 
T.A. & D,A. paid to participants and faculty. 
Payment for hired accomodations and residential 
facilities. 
Course fees paid to outside agencies. 
Maintenance of building furniture and equipments. 
Journals, periodicals, and books. 
Educational films and cassettes. 
Video Cassettes and other audio-visual aids for making 
presentations. 
Printing and stationery expenses. 
Expenses on working lunch. 
Honorarium to internal and external faculty 
Subscription for membership to various institute. 
Miscellaneous and other expenses. 
Data relating to financial committment on training 
and development programme during the last few years have 
been presented in the following table to examine and evaluate 
the financial performance. 
« 
< 
• 
s « 
H 
CO 
U 
S 
•J 
w 04 
H 
cu 
< 
a; D 
a: EH 
<C 
2 
< 
H 
Q 
^ 
X 
H 
<^  
c£ 
>o D 
O 
H 
B 
< 
% 
m 
H 
EH 
< 
§ 
< 
o 
1 
(0 
0 
+) 0 
< 
1 
c III - a 
H (U 
cu c 
iH 
fO 
d 
4-> 0 
< 
1 
c ICO 
r^ 0) 
A C 
rH 
(0 
d 
4J 
o 
< 
1 
c (d TJ 
rH Q) 
& c 
H 
(0 
0 
+) 
u < 
1 
c 
H 3J 
0* C 
H 
2 d 
•p 
u < 
1 
c OCO 
•H 0) 
ft. C 
H 
s 
+) 
1 
c (0 T) 
H 0) 
0* C 
r^ 
to 
3 
•P 
CJ 
< 
1 
c (0 13 
rH <U 
04 G 
Ui 
ro (U 
>< 
in 
CM 
"<«' 
LO 
• 
ro 
1-1 
1 
00 
• 
M< 
o 
CO 
• 
OJ 
T-< 
4-1 
n 
• 
o 
t-l 
o\ 
• 
'<<' 
CD 
CO 
• 
CO 
iH 
cr» 
in 
t 
CM 
VD 
CTi 
• 
CD 
CO 
O 
• 
CO 
T-t 
r* 
^ 
• 
VO 
iH 
1 
I 
n 
a^  
• 
4-1 
CM 
1 
15' . 
in 
o 
• 
CM 
CO 
O 
• (N 
'd" 
fO 
• 
ro 
VO 
cs 
• 
cs 
o 
r^  
• 
4H 
1 
1 
CM 
VO 
• 
•* 
o 
• 
ro 
in 
r^  
• 
t-H 
00 
o 
• 
CM 
CM 
00 
• 
CM 
in 
o 
• 
in 
• ^ 
CO 
• 
in 
03 
CO 
• 
CM 
C5 
O 
• 
CM 
CO 
CO 
• 
CM 
cn 
-^  
• 
VO 
r-
M 
• 
in 
in 
o t 
CO 
VO 
• 
r>) 
o> 
o> 
• 
CM 
CO 
CO 
• 
t^  
TH 
0\ 
• 
00 
CO 
ro 
• 
in 
4H 
1 
•>* 
CO 
• 
n 
CO 
n 
• 
"<* 
VO 
in 
• 
ro 
CO 
• 
CO 
4-1 
4-1 
1 
CM 
r-
• 
in 
1 
VO 
rH 
P 
o 
4H 
1 
O 
VO 
•* CO 
1 
1 
CO 
o 
• 
fO 
r^  
4-1 
• 
m 
CM 
CO 
1 
T-\ 
CO 
0\ 
o 
r> 
• 
r^  
o 
• ^ 
• 
r-
0^ 
in 
• 
CM 
CO 
r-
• 
CM 
n 
00 
1 
CM 
CO 
ON 
o 
•'i' 
• 
o\ 
CO 
o 
• 
CTi 
CO 
VO 
• 
c^  
OJ 
•"t 
• 
ro 
•«* 
CO 
1 
ro 
CO 
a\ 
m 
o 
• 
ro 
1-1 
fO 
»* 
• 
1-1 
4-1 
«« 
CM 
• 
• ^ 
in 
in 
• 
CO 
in 
CO 
1 
• * 
CO 
Q) 
in 
CD 
• 
CM 
iH 
in 
• 
CM 
CM 
"* 
• 
a\ 
CM 
CO 
• 
ON 
VD 
CO 
1 
in 
CO 
ON 
1 
o 
1-1 
• 
in 
* 
1 
CM 
o 
• 
4-1 
iH 
r>-
00 
1 
VO 
CO 
ON 
I 
1 
1 
•«* 
VO 
• 
r-i 
1-1 
CO 
CO 
1 
r-CO 
ON 
+> 
m 
-o 
o 
(0 
(0 
> 
10 
I 
c 
o 
c 
(1) 
(0 
u 
•H 
T( 
G 
•rl 
(0 
(0 
Q 
U O 
H 
o 
(Q 
(U 
H 
•H 
t« 
-O 
O 
(U 
«w 
•a 
•p 
o 
<D 
• H 
H 
o 
o 
(0 
•p 
CO 
^ Q 
0) 
o 
3 
o 
CO 
IDO 
In case of Gauhati re f inery the budget a l l oca t ions have 
been increasing g radua l ly . Ihe amount has gone upto 11,64 
lakhs in 1987-88 from an amount of Rs.3,17 lakh in 1981-82, 
The oa t te rn of the ac tua l expenditure has a l so followed the 
s u i t s t a r t i n g from Rs.3.08 lakhs in 1981-82 to 9,42 lakhs 
in 1935-86, The remaining expenditure data are not read i ly 
a v a i l a b l e . 
The budgetted expenditure in case of Barauni re f inery 
has increased a t an increasing r a t e over the y e a r s . The 
ac tua l expenditure has always been more than the planned 
expendi ture . 
The figures for planned expenditure in majori ty of the 
years have not been ava i l ab le in case of Gujarat, bu t the 
annual expenditure has been found t o be increasing a t an 
increas ing r a t e . 
The planned expenditure has cons i s t en t ly been increas ing 
in case of Haldia Refinery except the year 1986-87. The ac tua l 
expenditure i n t i a l l y increased a t an increasing r a t e and then 
a t a decreasing r a t e . 
The budgetted expenditure, in case of Mathura re f inery 
has increased a t a marginal r a t e during 1981-85 and then 
i t increased a t an increasing r a t e . The ac tua l expenditure 
has always been l e s s than the planned ones . 
In case of p i p e l i n e s data pe r t a in ing t o planned 
expenditure has not been ava i l ab le for the period but the 
a c t u a l expenditure data for a few years show an increas ing 
t rend . 
15u 
So far as the planned expenditure data of IMA is 
concerned, i t is available for the l a s t four years only. 
However, the actual expenditure data is available for the 
whole period under study except 1987-88, The data relat ing 
to both the budgetted as well as actual expenditure has 
shown tremendous increase and a clearly depicted upward 
trend. 
The above recorded data are pertaining to technical 
t ra ining performance of officers and s taff during the 
period 1981-88. The primary objective of the t ra ining centres 
is to meet the t raining requirements of a l l the employees 
in the organisation by organising suitable training programmes, 
For doing so, generally in-house training programmes are 
organised and use of internal faculty is made. Though for 
the programmes requiring specialised sk i l l s and knowledge, 
assistance of outside faculty is also sought when needed. 
In the process of training both instructional and 
par t ic ipat ive methods are used. While techniques of imparting 
t ra ining vary from prograrmie to programme, ordinarily 
emphasis is placed on lectxore method, case studies generally 
based on ref inery 's experience, group discussion, role play 
and selected text readings. Modern and sophisticated teaching 
and training aids l ike audeo-visual, sl ide projectors, Video-
casset te e tc , are also used frequently. 
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For the development of promotee o f f i ce r s a programme 
has been developed which comprises of three modules. In the 
f i r s t module, the emphasis i s on the ind iv idua l , in the second 
on group working and in the t h i r d the ind iv idua l cont r ibut ion 
to the organisa t ion i s thoroughly emphasized. 
For shouldering the r e s p o n s i b i l i t y of t r a i n i n g uni t 
t r a i n i n g Advisory Committees have been se t up in each re f inery , 
p ipe l ines Division and a l so a t the Head Quar ters , The Unit 
Advisory Committee has been assigned with the following r o l e , 
( i ) To define the t r a i n i n g ob jec t ives for the yea r ; 
( i i ) To approve in-house t r a i n i n g programme to be conducted 
during the year ; 
( i i i ) T o review and approve ex t e rna l t r a i n i n g programmes for 
the o f f i ce r s and non-off icers : 
(iv) To approve the t r a i n i n g budget for the year for each 
unit, 
(v) To f i n a l i s e the Annual Unit Training plan, and 
(vi) To review and evaluate the t r a i n i n g courses . 
The Refinery Advisory Committee i s comprised of the 
following Off icers : 
(a) General Manager; 
(b) Dy, General Manager; 
(c) Chief Production Manager; 
(d) Chief Maintenance Manager; 
(e) Chief Technical servises M> nage. ; and 
(f) The Head of Personnel Administration Department, 
l o l 
The Head of the Training Department ac t s as the 
Convenor of the Training Advisory Committee, 
The Committee examines the ind iv idua l t r a i n i n g 
needs and suggests for in-company t r a i n i n g or recommends 
for outside the company t r a i n i n g programmes. I t recommends 
for o f f ice rs upto grade 'C* and non o f f i ce r s in a l l grades . 
Management Development Committee a t H.Q. Comprising 
of the Director (R & P) and G.M.s (R&P) Divison, i s 
responsible for examining t r a i n i n g needs of o f f i c e r s Grade 
'D' and above. Training plan i s prepared by the MDC for 
a period of two years and f i n a l l y approved by the Direc tor 
(R & P ) . 
The following are the important poin ts which a re 
considered while iden t i fy ing the ind iv idua ls t r a in ing nerds 
and recommending the t r a i n i n g course for o f f i ce r s and 
non-off icers : 
( i) Training needs as i den t i f i ed by the immediate superv isor / 
Departmental Head, 
( i i ) Ava i l ab i l i ty of the recommended programmes with in the 
organisa t ion , 
( i i i ) T r a i n i n g programme conducted by outs ide Agencies of 
repute in the country, 
(iv) Training Course already at tended by the Off ice r s , 
(v) Performance of the o f f i ce r during the past two yea r s . 
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Generally o f f i ce r s and non-off icers with good record 
and enough p o t e n t i a l for fur ther growth are se lec ted for 
good type of courses offered by the outs ide agencies , 
aefore sponsoring for any t r a in ing courses senior o f f i ce r s are 
a l so consulted regarding thp s u i t a b i l i t y of the t r a in ing 
programme. 
The Training Centres in d i f f e r en t r e f i n e r i e s , p ipe l ines 
Division and Indian Oil Management Academy meet the needs of 
a l l ca tegor ies of employees in the Corporation. These t ra in ing 
proqramm.es supplement on the job t r a i n i n g exper ience. Front 
l i n e managers and young management t r a inees are a l s o imparted 
t r a i n i n g a t these* cent-.res. At a l l the centr-^s the Annual 
Training Man Days i s a l so ca l cu la t ed . The Annual Training 
Man Days i s the product of the following three i tems; 
(a) Number of programmes held during the years ; 
(b) Number of p a r t i c i p a n t s in each programme; and 
(c) Duration of programme in days. 
Then the di f ference between planned man days and 
ac tua l man days i s computed a t the end of each year . This 
i s worked out to reveal the pos i t i ve or negative var iance , 
A pos i t i ve variance occurs when the ac tua l man days i s more 
than the planned man days and i t happens otherwise when the 
s i t u a t i o n is reversed . 
In the previous pages data per ta in ing to planned Vs 
ac tua l t r a in ing man days for o f f i ce r s and non-off icers 
have been presented for a period of seven years . Similar ly 
1 Jo 
number of o f f ice rs and non-off icers nominated for outs ide 
t r a i n i n g arid a lso the number of o f f i ce r s and non-off icers 
t e chn i ca l l y t ra ined in house t r a i n i n g programmes have a l so 
been presented s ide by s ide fpr the same period. 
To measure the ef fec t iveness of t ra in ing programme 
t r a i n i n g s a t i s f a c t i o n level i s c a l cu l a t ed . I t i s , in f ac t , 
r a t i o of number of t r a inees ac tua l ly completed the programme 
to the number of of f icers or non-off icers recommended 
through Annual Performance Appraisal for t r a i n i n g . 
At Gauhati Refinery and p ipe l i ne s Division, the 
t r a in ing l eve l of s a t i s f a c t i o n during the year 1986-87 was 
more than s a t i s f a c t o r y . 
At Barauni Centre i t was abnormally high because the 
number of o f f icers reccxnmended for t r a in ing was only 3 3 
v/hereas the number of o f f icers completed t h e i r t r a i n i n g 
ac tua l ly was 219 during the year 1986-87, 
At the Gujrat and Haldia cen t res , the t r a in ing leve l 
of s a t i s f a c t i o n v;as 100%, v/here as a t Mathura i t was as low 
as 53,5I/O because APA recommended 484 of f icers for t r a in ing 
and only 2 59 o f f i ce r s could ac tua l ly complete t h e i r 
t r a i n i n g , 
X O'x 
STRENGTH At^ D VJEAKKIESSES OF TRAINING 
The f o l l o v / i n g s t r e n g t h s h a v e been t r a c e d i n t h e 
r e f i n e r i e s s o f a r as t r a i n i n g i s c o n c e r n e d , 
( i ) A w e l l d e v e l o p e d t r a i n i n g c u l t u r e ; 
( i i ) S u f f i c i e n t number and a d e q u a t e amount of f a c i l i t i e s ; 
( i i i ) O r g a n i z a t i o n a l c l i m a t e h i g h l y c o n d u c i v e t o t r a i n i n g ; 
( i v ) Good team work S p i r i t i n t h e D e p a r t m e n t ; and 
(v) v/hole h e a r t e d s u p p o r t from t o p management . 
SWOT a n a l y s i s h a s i n d i c a t e d t h e f o l l o w i n g s t r e n g t h 
c o n d u c i v e t o t r a i n i n g programmes t o be c a r r i e d o u t i n t h e 
r e f i n e r i e s . 
F a c i l i t i e s f o r a p p r e n t i c e s h i p t r a i n i n g were made 
a v a i l a b l e much e a r l i e r , 
H-as w i d e r a n g e of t r a i n i n g a c t i v i t i e s , l i k e a p p r e n t i c e -
s h i p t r a i n i n g , o f f i c e r s t r a i n i n g . Housemen t r a i n i n g . N u r s e s 
t r a i n i n g and t h e t r a i n i n g of t h e O f f i c e r s and t h e s t a f f . 
Management s u p p o r t i s t h e v e r y c o n c e p t of t r a i n i n g . 
T r a i n i n g s e t up i s c o n s i d e r e d t o b e a p a r t of HRD 
s e t u p . 
I n t e g r a t e d o p e r a t i o n s a r e u n d e r t a k e n i n r e f i n e r i e s 
and m a r k e t i n g . 
WEAKNESSES 
( i ) N o n - a v a i l a b i l i t y of f r e s h young b l o o d 
( i t ) Lack of a d e q u a t e s t a f f / o f f i c e r s r e q u i r e d f o r a t e m p o r a r y 
p e r i o d of 2 , 3 y e a r s t o c l e a r t h e b a c k l o g o f t e c h n i c a l 
t r a i n i n g . 
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( i i i ) V7ant of a c o n c e p t of t r a i n i n g r e s e i r v e i n manpower 
p l a n n i n g on t h e l i n e s of l e a v e r e s e r v e r e s u l t i n g in 
fev/er n o m i n a t i o n s , 
( i v ) T r a i n i n g t r e a t e d a s a C a d r e . 
(v) D i f f i c u l t y i n a r r a n g i n g c a t e r i n g f o r more t h a n 50 
p a r t i c i p a n t s p e r d a y . 
( v i ) LOW p r o f i t from 1970 t o 1985 
( v i i ) i n a d e q u a t e i n f r a s t r u c t u r e , manpov;er, t r a i n i n g a i d s 
and o t h e r t r a i n i n g f a c i l i t i e s , 
( v i i i ) I n a d e q u a t e i n t e r n a l f a c i l i t i e s . 
( ix ) I n t h e p a s t t r a i n i n g v/as b a s e d on n e e d . 
ACTION PLAN FOR IMPROVEMENT 
I h e a c t i o n p l a n may i n c l u d e t h e f o l l o w i n g : 
( a ) Immedia te a c t i o n p l a n f o r o f f i c e r s i s t o i m p l e m e n t 
t r a i n i n g o u t l i n e d i n c a r e e r p a t h m o d u l e s . T h i s w i l l 
t a k e 3-4 y e a r s . 
S i m i l a r c a r e e r p a t h b a s e d t r a i n i n g t o b e d e v i s e d f o r 
n o n - o f f i c e r s a n d i m p l e m e n t e d . I n v iew of l a r g e number i n v o l v e d , 
t h i s would t a k e 5 - 7 y e a r s . 
A l o n g w i t h b a c k l o g c l e a r a n c e new e n t r a n t s a r e t o be 
g i v e n t h e same t r a i n i n g a t t h e o u t s e t . R e f r e s h e r C o u r s e s a r e 
t o b e o u t l i n e d and i m p l e m e n t e d . 
At t h i s s t a g e a b r e a k t h r o u g h i n t e c h n o l o g i c a l up 
g r a d a t i o n i s p o s s i b l e i f c e r t a i n i n - p u t s l i k e c r e a t i v i t y 
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v7orkshop, c r e a t i o n of a c l i m a t e of f r e e and d e m o c r a t i c 
f u n c t i o n i n g where i d e a s can be g e n e r a t e d . 
In B a r a u n i R e f i n e r y hand books f o r p r o d u c t i o n u n i t s 
and o t h e r D e p a r t m e n t s have been d e v e l o p e d . F u r t h e r a c t i o n 
p l a n s h o u l d a l s o be c h a l k e d o u t , s t r e s s i n g on f i n a l i s a t i o n 
of long t e r m t r a i n i n g p rog rammes . The m o d u l a r sy s t em of 
t r a i n i n g p r o c r a r m e , can b e i n t r o d u c e d i f a c o r p o r a t e 
d e c i s i o n i s t a k e n t o d e v e l o p f a c u l t y of t e c h n i c a l s u b j e c t s 
on a l o n g t e rm b a s i s a s a few f a c u l t y members who had b e e n 
c-xposed f o r such m o d u l a r t r a i n i n g h a v e d e v e l o p e d w r i t e ups 
on t h e ILO b a s e d module s u c h a s b a s i s of s u p e r v i s i o n , 
l e a d e r s h i p and m a i n t e n a n c e manage.Tient, The s u g g e s t i o n s 
h a s a l s o been g i v e n t h a t t l ie ILO m o d u l e s s h o u l d b e u s e d f o r 
t e c h n i c a l t r a i n i n g a f t e r due m o d i f i c a t i o n s i n t h e l i g h t of 
o u r e n v i r o n m e n t , c u l t u r e and c o n s t r a i n t s . 
M a t h u r a r e f i n e r y h a s p l e a t h a t a s e p a r a t e g r o u p s h o u l d 
b e c o n s t i t u t e d t o p r e p a r e t h e m o d u l a r programme on t e c h n i c a l 
t r a i n i n g . A n o t h e r g r o u p s h o u l d a l s o be t h e r e t o p r e p a r e hand 
books f o r v a r i o u s t e c h n i c a l t r a i n i n g p rog rammes , 
IMPRCVEMEtJT IN TECHNICAL TRAINING IKFRASTRUCTURE 
G u j r a t r e f i n e r y i s s t r e s s i n g a c o m p r e h e n s i v e a c t i o n 
r e g a r d i n g procurem-^nt of t r a i n i n g a i d s and o t h p r t n f r a -
s t r u c t u r a l f a c i l i t i e s f o r example e q u i p m e n t . V ideo Camera , 
V i d e o t a p e s , p r o c e s s s i m u l a t o r and Commerc ia l t y p e p h o t o -
c o p i e r t o be a c q u i r e d f o r t h e t r a i n i n g p u r p o s e s . 
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P e o p l e in B a r a u n i R e f i n o r y h a v e t h e view t h a t i m p r o v e -
ment i n i n f r a s t r u c t u r e i s a b s o l u t e l y n e c e s s a r y f o r e f f e c t i v e 
d e v e l o p m e n t and u t i l i s a t i o n of human r e s o u r c e s . The i m p o r t a n t 
s u g g e s t i o n g i v e n a t K a t h u r a r e f i n e r y v e r e t h a t wooden m o d e l s 
of v a r i o u s e q u i p m e n t s b e p r o v i d e d t o v a r i o u s t r a i n i n g c e n t r e s . 
Such f a c i l i t y would c r e a t e an on t h e j o b e n v i r o n m e n t w i t h o u t 
i n v o l v i n g d u p l i c a t i o n of e x p e n s e s on e q u i p m e n t s . 
T r a i n i n g s i m u l a t o r s t o be p r o c u r e d f o r t r a i n i n g of 
O p e r a t i n g s t a f f and s a f e t y f i l m s and V i d e o - C a s s e t t e s on 
s a f e t y t o b e made a v a i l a b l e t o t h e r e f i n e r y u n i t s i n a 
c e n t r a l i s e d fo rm. 
MANPOWER DEVELOPMENT POLICIES AND PROGRAMIVIES IN GRL 
The Company b e l i e v e s and r e c o g n i s e s t h e f a c t t h a t 
manpower o r human e l e m e n t i n t h e o r g a n i z a t i o n i s a r e s o u r c e 
K'hich n e e d s t o be p r o c u r e d a c c o r d i n g t o t h e r e q u i r e m e n t s o f 
t h e company and t h e n c o n s t a n t l y d e v e l o p e d and u t i l i z e d . 
Any k i n d of e x p e n d i t u r e on p r o c u r e m e n t , d e v e l o p m e n t , 
p r e s e r v a t i o n and u t i l i z a t i o n i s a s o r t of i n v e s t m e n t , which 
e q u a l l y b e n e f i t s t o t h e o r g a n i z a t i o n and t h e i n d i v i d u a l s 
t r a i n e d and d e v e l o p e d . 
The t r a i n i n g e f f o r t s i n t h e o r g a n i z a t i o n a r e p a r t i c u -
l a r l y o r i e n t e d t o w a r d s t h e n e e d s and r e q u i r e m e n t s of t h e 
company which a r e b a s e d on t h e s t a n d a r d of p e r f o r m a n c e 
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required for the j o b s . The necess i ty of development of 
ex i s t ing personnel and new r e c r u i t s t o s u i t future r equ i r e -
ments i s a lso an important cons idera t ion . While planning 
t r a i n i n g programmes both present and future needs of both 
the individuals and the organisa t ion i s kept in view. 
The various t r a in ing schemes, progranmes and p r a c t i c e s 
in Cochin ref inery are es follows: 
1, Induction Training 
On the very f i r s t day of jo in ing an employee i s 
fami l ia r ized v/ith the company, organiza t ional ob jec t ives , 
philosophif s, p o l i c i e s , p r a c t i c e s , se rv ice condi t ions 
r i g h t s and r e s p o n s i b i l i t i e s of an employee, oppor tun i t i es 
for advancement, the task to be performed, the condit ions 
under which the v.'oriv has t o be done. The employee i s a l so 
introduced t o h i s boss, subordinates and peers in the 
Department, The induction programme thus helps the employee 
in developing a proper perspect ive for h i s new job and in 
c rea t ing a favourable a t t i t u d e and pos i t ive response 
towards the company philosophy and ob jec t ives , 
2, On-the--|ob Training^ 
In the re f inery on-the-job t r a in ing i s mainly given to 
he lp the employees who are promoted or t r ans fe r red so t h a t 
they may be able to perform t h e i r newly assigned tasks and 
jobs more e f f i c i e n t l y and e f f e c t i v e l y . Production and Line 
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Supervisors a re made responsible for ident i fying the 
v.'eakness and, the re fo re , need for t r a i n i n g and they a r e 
the people v;ho take t h e r e s p o n s i b i l i t y for providing 
necessary on-the- job t r a i n i n g , 
3 . Job Rotation 
Through r o t a t i o n a l assignments on various jobs employees 
are given oppor tun i t i es to increase t h e i r area of operat ion 
and the knov/ledge of add i t iona l j o b . This i s a continuous 
process in which eaiployees with t a l e n t s and p o t e n t i a l grow 
and develop themselves with tJie organiza t ion , 
4 . Supervisory Training 
To maintain and enhance supervisory ef fec t iveness 
pe r i od i ca l t r a i n i n g procrarnmes are conducted in CRL, The 
f i r s t se r ies of such programmes covering a l l supervisors 
was designed to acquaint the supervisors with c e r t a i n bas ic 
concepts of supervis ion and management. Covered the basic 
p r inc ip l e s of supervisory s t y l e s in management, A one day 
programme on "performance Appraisal System" was a l s o conducted 
for a l l supervisors when a revised Appraisal Form was 
introduced. Senior Supervisors were a l so given a one week 
t r a i n i n g on decis ion making aspects in addi t ion t o the above 
mentioned programmes. Apart froin them programme on i n d u s t r i a l 
sa fe ty and f i r e f igh t ing e t c . are a l so given from time to 
t ime. 
5. External Training Programmes 
On the bas is of t r a in ing needs assessed through 
per iod ic performance appra i sa l , the employees a re sponsored 
for t r a i n i n g programmes organised by the ex terna l spec ia l i sed 
agencies , Ihe company a l so sends employees to p a r t i c i p a t e in 
seminars and conference organised by spec ia l i sed profess ional 
organiza t ions , and i n s t i t u t i o n s , 
6. Vv'orker Teach or Training 
'.."orkers a re sometimes sponsored t o p a r t i c i p a t e in 
the programmes organised by Regional Centre for workers 
Education, Such programmes help to inculca te respons ib le 
leadership among the workforce, CRL already has severa l 
orker Teachers developed by the Centre and e f fo r t s were 
Tade to organise uni t l eve l c lasses in the company so t h a t 
t h e i r knowledge may be shared by other workers a l s o and 
th i s process may continuf^-. 
7. Self-Development Procramme 
The Company has evolved an educational a s s i s t a n c e 
pol icy for workers self-development for the purpose of 
mutual benef i t s to the company and the Individ via Is Assistance 
i s being granted in the form of cash to the extent of 2/3rd 
exjjenses of the programme and spec ia l leave for a t tending 
the examinations a re granted under t h i s po l i cy . 
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8 . O t h e r Programmes 
B e s i d e s t h e a b o v e m e n t i o n e d programmes t h e r e a r e s e v e r a l 
o t h e r programmes f o r i m p a r t i n g t r a i n i n g t o a p p r e n t i c e s and 
s t u d e n t s of i4BA, ilSV,' and E n g i n e e r i n g C o u r s e s d e p e n d i n g on 
c i r c u m s t a n c e s and a v a i l a b i l i t y o f t r a i n i n g f a c i l i t i e s . 
CONCLUSION 
VVG a r e l i v i n g i n an a g e of r e p i d i n d u s t r i a l i z a t i o n 
and r a p i d l y c h a n g i n g t e c h n o l o g y . C o t t a g e and s m a l l s c a l e 
i n d u s t r i e s where manua l work was p r e - d o m i n a n t h a v e y i e l d e d 
p l a c e t o l a r g e a n d c a p i t a l i n t e n s i v e i n d u s t r i e s . I n l i e u 
of h a n d s , s m a l l t o o l s and e q u i p m e n t s , h e a v y and g i g a n t i c 
m a c h i n e s a r e b e i n g used i n t h e f a c t o r i e s n o w - a - d a y s . 
T e c h n o l o g i c a l c h a n g e h a s a l s o l e d t o t h e u s e of m a c h i n e s 
run by e l e c t r o n i c s and power and t h e y a r e c h a n g i n g d a y by 
day i n s u c h a f a s h i o n t h a t t o d a y ' s s k i l l e d becomes i g n o r a n t 
of t o m o r r o w ' s c h a n g e . Moreove r , management t e c h n i q u e a r e 
a l s o c h a n g i n g c o n s t a n t l y w i t h t h e c h a n g e i n s o c i a l o u t l o o k 
a n d v a l u e sy s t em i n t h e s o c i e t y . Me thods and t e c h n i q u e s of 
m a n a g e r i a l d e c i s i o n making h a v e a l s o u n d e r g o n e s u b s t a n t i a l 
c h a n g e . L a b o u r t h a t had been r e g a r d e d l i k e any o t h e r 
f a c t o r s of p r o d u c t i o n a r e now b e i n g c o n s i d e r e d a s human 
b e i n g and t h u s t h e y a r e g e t t i n g t h e i r r e a l s t a t u s i n t h e 
s o c i e t y . 
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Thus new machines, new tools and equipments, new 
methods of work, new s o c i a l outlook and the need for ra i s ing 
p roduc t iv i ty have necess i t a ted continuous t r a in ing and 
manpower development programmes a t a l l l eve ls of h i e r a rch i e s 
in the organiza t ion . Human resource development and t r a in ing 
programmes a re simultaneously b e n e f i c i a l to the employees 
and the organizat ion both and hence important. At one extreme 
t r a i n i n g cons i s t s of a few hours of induction by the 
supervisor while on the other extreme i t cons i s t s of formal 
courses designed to develop qua l i f i ed s p e c i a l i s t over a 
per iod of yea rs . In between there are count less programmes 
t a i l o r e d t o s u i t the nep'^ s^ of p a r t i c u l a r o rgan iza t ions . 
There are various types of t r a in ing l i k e pre- job and 
the pos t - job . Under those tv/o broad ca tegor ies there ere 
several va r i an t s such as i n s t i t u t i o n a l , appren t icesh ip , 
on-the-job and ves t i bu l e t r a i n i n g . In a l l kinds of t r a in ing 
several s teps a re genera l ly involved. These s teps are 
i d e n t i f i c a t i o n s of t r a i n i n g needs, examination of the 
occupation chosen and t h e i r a n a l y s i s , s e l ec t i on and 
appra i sa l of t r a i n e e s , s e t t i n g t r a i n i n g objec t ives drav/ing 
a sy l l abus , planning the t r a i n i n g programme, implementation 
of t r a in ing programme, aud i t of t r a i n i n g and f i n a l l y follow-
up ac t ion . In doing so app l i ca t ion of learn ing theory must 
be considered a t d i f f e ren t s teps and s t a g e s . 
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There are seve ra l methods of imparting t r a i n i n g . Some 
of thp.-n a re common to a l l kinds of t r a i n i n g whereas r e s t of 
them are already demarcated for ope ra t ives ' t r a i n i n g and 
managerial t r a i n i n g . These methods are l ec tu re , d iscussion 
or guided conferencr method and the case study method. Then 
comes simulation t ra in ing which i s exclusively meant for 
executive t r a i n i n g and cons i s t s of management game, i n -
basket technique, ro le playing, and s e n s i t i v i t y t r a i n i n g 
e t c . 
All the r e f i n e r i e s are very l a rge in t h e i r s i ze s arid 
complex in t he i r opera t ions . Despite the fac t t h a t machines 
are mostly automated, the complexity and t e c h n i c a l i t y of 
machines, tools and equipments used there in can not be 
taken l i g h t l y . So far as the s ize of workforce i s concerned 
IOC alone has 32,000 employees in a l l , one f i f t h of which 
a r e of f icers and they are sca t t e red over 300 u n i t s . The 
company i s fu l ly aware of the importance of human resource 
development. I t has given fu l l recogni t ion t o i t and as a 
mark of t h i s recogni t ion has a l ready launched HRD programmes. 
Under t h i s programme the folloving aspects a re covered: 
'Role Analysis; Goal se t t ing and a p p r a i s a l ; feedback and 
coijnselling, recrui tment and s e l e c t i o n ; succession planning; 
careor planning and forecas t ing; job recrui tment ; job 
re -des ign ; and r o l e development. 
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I t i s the company's philosophy t h a t the inherent 
p o t e n t i a l of everyone should be developed for b e t t e r organi-
z a t i o n a l perfor.nance. The t r a i n i n g i s usual ly meant for the 
development of knowledge, and s k i l l and change in a t t i t u d e s . 
Each and every employee seeks to develop h is knowledge and 
s k i l l s and the corporat ion encourages and a s s i s t s such 
e f fo r t s through formal and on-the- job t r a i n i n g . 
The Corporation has es tab l i shed one t r a i n i n g cent re 
in each ref inery , p ipe l ine d iv i s ion , marketing d iv i s ion and 
i t has s t a r t ed Indian Oil Management Academy a t Haldia 
to ca t e r to the t r a in ing needs of the employees. These 
cen t res are imparting t ra in ing to the of f icers as well 
as s ta f f . The durat ion of t r a i n i n g may be one sess ion to 
one year for d i f f e r e n t kinds of employees. 
Al l the cen t res are ful ly equipped v;ith a l l kinds of 
modern t r a in ing a ids l ike audeo-visual , over head p r o j e c t o r s . 
Opaque p ro jec to r s , cinema p ro jec to r s , v ideo -cas se t t e s , 
tape recorders , T.V. s e t s and so on so fo r th . The methods 
adopted for imparting t r a i n i n c a l so range from l e c t u r e 
methods to d iscuss ion, conference, ro le play, case d iscuss ion, 
in -baskr t , management gamo and s e n s i t i v i t y t r a in ing e t c . 
Apart from IOC refin'->ries CRL and other uni t s of HPCL 
and BPCL end. o ther independent un i t s are also having adequate 
t r a in ing f a c i l i t i e s for t h e i r o f f ice rs and the s t a f f . On 
the v.'hole t r a in ing inputs ac \ ;e l l as t r a in ing ou t -pu ts both 
have be«n found to be qui te s a t i s f a c t o r y in the r e f i n e r i e s . 
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INDUSTRIAL RELATIONS 
IV, 
CHAPTER-IV 
INDUSTRIAL RELATIONS 
In t h e f o r e g o i n g c h a p t e r s , a n a t t e m p t was made t o 
rev iev / l a b o u r a s p e c t s of manpov/er management i n o r d e r t o 
d e t e r m i n e how f a r t h e p l a n n i n g f o r manpower, r e c r u i t m e n t , 
s e l e c t i o n , and d e v e l o p m e n t r e s p o n d e d t o t h e n e e d s o f r e f i n i n g 
i n d u s t r y . The i s s u e s r a i s e d no^' f o r d i s c u s s i o n c o n s t i t u t e t h e 
b a s i c p l a n on w h i c h h e a l t h y c l i m a t e of i n d u s t r i a l r e l a t i o n s 
i n an o r g a n i s a t i o n i s b a s e d . They a r e l i k e p r e p a r a t i o n of 
t h e menu and p r o c u r i n g p r o v i s i o n s f o r a h<=althy menu, w h i c h , 
on t h e i r own, do n o t e n s u r e t h a t h e a l t h y food w i l l be s e r v e d 
on t h e t a b l e . I t r e q u i r e s t h e h a n d s of an e x p e r t c o o k . Labour 
f u n c t i o n s , e n s u r e a good b a s e f o r h e a l t h y i n d u s t r i a l r e l a t i o n s . 
Bu t manpov;er has t o be ' m a n a g e d ' e f f i c i e n t l y t o t h e s a t i s f a c -
t i o n of w o r k e r s , ::ianogements and in th^ b r o a d e r c o n t e x t , t o 
t h e s a t i s f a c t i o n of t h e s o c i e t y a t l a r g e . P r e s e n t C h a p t e r 
an a t t e m p t w i l l be made t o p o s e r e l e v a n t i s s u e s h a v i n g a 
b e a r i n g on i n d u s t r i a l peace and ha rmony , 
s e r i o u s 
One of t h e mos t d i f f i c u l t a n d - p r o b l e m s f a c i n g a b u s i n e s s 
e n t e r o r i s e t h e s e d a y s i s t h a t o f e s t a b l i s h i n g and m a i n t a i n i n g 
i n d u s t r i a l peace and harmony. The p r o b l e m s of i n d u s t r i a l 
c o n f l i c t have b e e n c o n s i d e r e d c r u c i a l , b e c a u s e t h e y a r e 
steeo-^d i n human e r r o t i o n s and fe^^ l ings b o r n of t h e c l a s h 
of s e l f i n t e r e s t s b e t w e e n e m p l o y e r s and thr>ir e m p l o y e e s . 
7u 
The bas ic reason c rea t ing t h i s kind of s i t u a t i o n i s t ha t , 
in the majority of the cases both of them ignore each others 
points of view in order to achieve t h e i r own ends . This 
s t r a ined s i t ua t i on may also be cause as v;ell as the e f fec t 
of the past h i s to ry of relations between the management and 
the workers. 
This i s a well known fact t h a t end object ive of a l l 
economic a c t i v i t i e s i s maximisation of ga ins . Manage.ent 
t r i e s to maximise i t s p r o f i t on one hand, while workers 
t r y to maximise the f r u i t s of t h e i r labour on the o the r . 
In i t s e f f o r t s to increase the volume of p r o f i t s , management 
sometimes disregards the human aspec ts of product ion. Similar ly 
workers believe tha t main purpose of the business i s to allow 
them maximum benef i t in t o t a l d i s regard of management's 
des i re to keep cos ts down and to r a i s e p roduc t iv i ty and 
u l t i n a t e l y , the p r o f i t a b i l i t y of the o rgan iza t ion . This 
difference in the approaches of the labour and the management 
in reaching t h e i r own goals i s the roo t cause of the tense 
s i t u a t i o n s and unpleasant r e l a t i o n leading to i n d u s t r i a l 
d i spu tes , which are extremely harmful to both th(= p a r t i e s . 
Therefore, i t i s of prime importance t h a t the problem of 
i n d u s t r i a l r e l a t i o n s should be tackled with utmost care and 
caution commensurate with t h e i r na ture and magnitude. 
I t i s , therefore , proposed to d iscuss in the present 
chapter various aspects of i n d u s t r i a l r e l a t i o n in general 
and those r e l a t i ng to d i f f e ren t un i t s of o i l re f in ing industry 
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i n p a r t i c u l a r . They a r e m a i n l y c o n c e r n e d w i t h s u c h m a t t e r s 
which may h e l p i n t h e e s t a b l i s h m e n t and m a i n t e n a n c e of 
i n d u s t r i a l p e a c e and h a r m o n y . The v a r i o u s i s s u e s t o b e 
c o v e r e d a r e s t a n d i n g o r d e r s , g r i e v a n c e p r o c e d u r e , t r a d e 
u n i o n i s m and c o l l e c t i v e b a r g a i n i n g , p r o m o t i o n a l p o l i c i e s 
and j o i n t c o n s u l t a t i o n s , 
STANDING ORDERS 
Every i n d u s t r i a l w o r k e r h a s r i g h t t o know t h e t e r m s 
and c o n d i t i o n s under w h i c h he i s employed and r u l e s of 
d i s c i p l i n e h e i s e x p e c t e d t o f o l l o w . W e l l e s t a b l i s h e d 
e m p l o y e r had o r a l and some t i m e s w r i t t e n c o n d i t i o n s of 
s e r v i c e t o b e o b s e r v e d i n t h e i r u n i t s . B u t t h e y were v o l u n -
t a r y e f f o r t s n o t b a c k e d by any l e g i s l a t i v e frame w o r k . 
T h e r e was no d o c u m e n t a r y a g r e e m e n t b e t w e e n e m p l o y e r s and 
e m p l o y e e s h a v i n g l e g a l s a n c t i o n t o d e f i n e c l e a r l y t h e t e r m s 
and c o n d i t i o n s of s e r v i c e . 
Under such c i r c u m s t a n c e s b o t h t h e e m p l o y e r s and t h e 
employees were i n t h e d a r k n e s s a b o u t t h e i r r i g h t s and 
o b l i g a t i o n s t o w a r d s e a c h o t h e r . C o n s e q u e n t l y t h i s l ed t o 
a number of f r i c t i o n s and d i f f e r e n c e s of o p i n i o n b e t w e e n 
t h e management and t h e w o r k e r s . The m a t t e r was d i s c u s s e d 
a t s e v e r a l l a b o u r c o n f e r e n c e s and c o n s i d e r a b l e e m p h a s i s 
was p u t on t h e need f o r s u c h e n a c t m e n t on s t a n d i n g o r d e r s . 
As a r e s u l t . I n d u s t r i a l Employment ( S t a n d i n g O r d e r s ) Act 
was p a s s e d i n 1946 , A c c o r d i n g t o t h e p r o v i s i o n s of t h i s 
Act e v e r y emp loye r e m p l o y i n g lOO o r more w o r k e r s h a s t o 
f rame s t a n d i n g o r d e r s i n t h e l i g h t of mode l s t a n d i n g 
o r d e r s and g e t them c e r t i f i e d by t h e c e r t i f i f y i n g o f f i c e r 
1 - ; ) 
appointed by the appropr ia te government for t h i s purpose. 
Ohese orders c l ea r ly define the terms and condi t ions of 
se rv ice and thus regu la te the r e l a t i o n s h i p s between manage-
ment and labour. 
The I n d u s t r i a l Employment (Standing Orders) Act 
may be considered as an important piece of l e g i s l a t i o n . This 
Act, in f ac t , is a companion to the I n d u s t r i a l Disputes 
Act, 194 7 and both the Acts together may wel l as described 
as laying down the foundation atone of i n d u s t r i a l r e l a t i o n s 
leading to i n d u s t r i a l j u s t i c e , peace and harmony. As a 
matter of fact they helped both in reducing c o n f l i c t as 
well as es tab l i sh ing good r e l a t i o n s . 
Though the Act appl ies only t o those i n d u s t r i a l 
es tabl ishments where one hundred or more workmen are 
employed or where employed on any day of the preceding twelve 
months and to such c lass or c l a s ses of other i n d u s t r i a l e s t a b -
lishments as the appropr ia te Government may from time to time, 
by n o t i f i c a t i o n in the o f f i c i a l Gazette , specify in t h i s 
1 beha l f . As a r e s u l t the scope and the area of i t s operat ion 
i s gradual ly becoming wider and wider. This Act i s implemented 
both by the Central as well as P rov inc ia l Government in 
1. Sxib-section (3) of Section (1) of the I n d u s t r i a l Employ-
ment (Standing Orders) Act, 1946, 
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their respective jurisdictions. Several State Governments 
have anended the Act for its implementation in their areas 
and many of them have reduced the number of employees to 
less than one hundred to bring the larger number of the 
establishments within the perview of this Act. 
STANDING ORDERS IN REFINERIES 
According to the provision of Section 7 of Industrial 
Employment (Standing orders) Act, all the units of oil 
refining industry have their own standing orders. These 
orders have been framed in the light of model S,0, and 
Certified by the Regional Labour Commissioners (central) 
and certifying officers of their respective areas. The 
standing orders of Gauhati Refinery were certified by the 
certifying officer and Regional Labour Commissioner(central) 
Calcutta (v;est Bengal) on 23,11,1964 vrhereas those of Barauni 
unit were certified by the officer of the same rank posted 
at Dhanbad (Bihar) and came into force on 5,12,1964. The 
management of Cochin Refinery got these orders certified 
by the certifying officer and Regional Labour Commissioner 
(Central) of South Zone, Madras on 6,4.73 and brought into 
force on 6,5'. 1973. Likewise other oil refining units also 
have their own standing orders duly certified by the Regional 
Labour Commissioner of their respective arees, VJith slight 
variations to suit their specific situations these orders 
have provided for nany common issues. The standing orders 
l-M) 
c o m p r i s e a l m o s t a l l m a t t e r s m e n t i o n e d i n t h e s c h e d u l e o f 
t h e I n d u s t r i a l Employment (S .O . ) A c t , 194 6, and a s amended 
s u b s e q u e n t l y . The o r d e r s i n c l u d e a c o n s i d e r a b l e number o f 
i t d m s t a k i n g up from t h e v e r y t r i v i a l m a t t e r s l i k e s p e c i f i -
c a t i o n s of t he g a t e s f o r e n t r y i n t o and e x i t from t h e p r o m i s e s 
of t h e r e f i n a r i e s t o h i g h l y i m p o r t a n t i s s u e s l i k e pay s c a l e s , 
l e a v e r u l e s and a c t s and o m i s s i o n s c a u s i n g m i s c o n d u c t and 
p e n a l t i e s t h e r e o f . 
GRIEVANCE PROCEDURE 
Immedia te r e d r e s s a l of i n d i v i d u a l g r i e v a n c e s i s 
a b s o l u t e l y n e c e s s a r y f o r t h e p u r p o s e o f m a i n t a n i n g good 
i n d u s t r i a l r e l a t i o n s a t t h e p l a n t l e v e l . Absence o f s u c h 
m a c h i n e r y t o remove i n d i v i d u a l s ' c o m p a i n s and t o r e d r e s s 
t h e i r g r i e v a n c e s w i t h i n t h e p l a n t , some t i m e s , l e a d e s t o 
c o l l e c t i v e d i s p u t e s . The r e a s o n b e h i n d t h i s p o s s i b i l i t y 
i s t h a t e v e r y \v'orker, n a t u r a l l y , h a s some i n t i m a c y and 
sympathy w i t h h i s c o - w o r k e r s due t o h i s l o v e and a f f e c t i o n 
w i t h t h e m . I f t h e g r i e v a n c e of a n i n d i v i d u a l w o r k e r i s n o t 
p a i d a d e q u e t e a t t e n t i o n i n due c o u r s e of t i m e and n o t h a n d l e d 
p r o p e r l y , h i s f e l l o w w o r k e r s w i l l become s y m p a t h i s e r s t o him 
and r a i s e t h e i r v o i c e s i n f a v o u r o f t h e a g g r i e v e d p e r s o n 
and t r y t o g i v e i t a c o l l e c t i v e s h a p e , 
by g r i e v a n c e s we mean h e r e t h o s e m a t t e r s a f f e c t i n g 
one o r more i n d i v i d u a l workmen i n r e s p e c t of t h e i r p a y m e n t , 
o v e r t i m e , l e a v e , t r a n s f e r , p r o m o t i o n , a c t i n g s e n i o r i t y , 
work a s s i g n m e n t , w o r k i n g c o n d i t i o n s , i n t e r p r e t a t i o n of 
s e r v i c e a g r e e m e n t e t c . and n o t t h e m a t t e r s of g e n e r a l 
IS. 
a p p l i c a b i l i t y t o a l l w o r k e r s a t t h e same t i m e . 
T i l l t h e e n a c t m e n t of I n d u s t r i a l Employment >>Standing 
O r d e r s ) Act , t h e s e t t l e m e n t of day t o day m a t t e r s and 
g r i e v a n c e s of w o r k e r s was n o t p a i d p r o p e r a t t e n t i o n . Itie 
A c t , however h a s i t s own l i m i t a t i o n s . F i r s t l y , i t a p p l i e s 
o n l y t o t h o s e o r g a n i s a t i o n s e m p l o y i n g one h u n d r e d o r more 
w o r k e r s . S e c o n d l y t h e r e i s n o p r o v i s i o n f o r b i p a r t i t e n e g o t i a -
t i o n f o r p rompt r e d r e s s a l and I m m e d i a t e r e m o v a l o f i n d i v i d u a l 
g r i e v a n c e s and c o m p l a i n t s t h e r e o f . 
Wha teve r b e t h e l e g a l p r o v i s i o n s , a l m o s t a l l v / e l l 
o r g a n i z e d e s t a b l i s h m e n t s have some b i p a r t i t e m a c h i n e r y t o 
h a n d l e t h e i n d i v i d u a l g r i e v a n c e s . The c o d e of d i s c i p l i n e i n 
i n d u s t r y i m p l i e s t h a t t h e management and u n i o n w i l l s e t up 
a g r i e v a n c e p r o c e d u r e t h r o u g h t h e i r m u t u a l a g r e e m e n t . The 
g r i e v a n c e p r o c e d u r e w i l l e n s u r e f u l l and s p e e d y i n v e s t i g a t i o n 
of t h e m a t t e r l e a d i n g t o an a c c e p t a b l e s o l u t i o n t o t h e 
c o m p l a i n t s o f t h e workmen. The Model G r i e v a n c e P r o c e d u r e 
h a s s u c c e s s i v e t i m e - b o u n d s t e p s , e a c h l e a d i n g t o t h e n e x t 
s t a g e i n c a s e o f a n y d i s s a t i s f a c t i o n of t h e e m p l o y e e . 
GRIEVANCE PROCEDURE IN REFINERIES 
A l l t h e r e f i n e r i e s i n I n d i a n O i l I n d u s t r y h a v e t h e i r 
own w e l l d e f i n e d g r i e v a n c e p r o c e d u r e . With a l i g h t v a r i a t i o n s , 
t h e y h a v e t r i e d t o f o l l o w t h e same number of s t e p s and t i m e -
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lag specified for each step in view of the Model Grievance 
procedure. The special features of these procedures are 
summarised in the following paragraphs. 
There is a grievance procedure both for workmen and 
officers separately. Refineries working under lOC like 
Barauni, Gauhati, Mathxira etc. have their standing orders 
and Grievance procedure separately printed, whereas in 
Case of Cochin Refinery Grievance procedure has also been 
inserted in the standing orders themselves and has been 
mentioned in 1-12 sub-sections of the order No.31. 
Grievance-Scope ; 
Complaints or matters affecting one or more individual 
workmen in respect of their wage payments, overtime, leave, 
transfer, promotion (where a person or persons possessing 
the qualifications prescribed by the Management, and 
adequate seniority has/have not been promoted), seniority, 
work assignment or working conditions (also interpretation 
of service conditions etc. as given in the grievance 
procedure of CRL) may constitute grievances and v;ill come 
under the scope of the Grievance Procedure. 
Grievances arising out of the punishment, discharge 
or dismissal of workmen will not be subjected to the 
procedure mentioned herein. Such persons will have right 
to appeal to the authority prescribed in the certified 
Standing orders/Model Standing orders as may be app l i cab le 
t o him. 
Any of f i ce r may present any personal grievance a r i s i n g 
out of h i s employment in the Company, However, grievance 
per ta in ing t o or a r i s i n g out of the following s h a l l not 
come within the perview of the Grievance Procedure: 
( i ) Annual Performance Appraisal/CRs. 
( i i ) Promotions including DPC mini tu tes and d e c i s i o n s . 
Again the poin ts of d ispute which are of a general 
a p p l i c a b i l i t y or of considerable magnitude wi l l a l s o f a l l 
outs ide the perview of the procedure . 
In most of the grievance procedures the re a re three 
s tages while p o s s i b i l i t y of being fourth s tage a l s o e x i s t s 
the re in case of need for approaching t o the a p p e l l a t e 
a u t h o r i t y . 
F i r s t Stage; In the f i r s t ins tance the aggrieved person has 
t o present his grievance verbal ly before h i s immediate 
supervisor for h i s dec is ion . The superv isor s h a l l enquire 
i n t o the matter and give his answer within s t i p u l a t e d time 
only ve rba l ly . The spec i f i ed t ime, t o expedite the mat ter 
a t t h i s s tage, according to the Model Grievance Procedure, 
i s two days while in ind iv idua l grievance procedures t h i s 
period e i t h e r conforms to t h a t of MGP or var ies from i t , 
AS i t has been observed CRL has l imi ted i t to two days 
IS' 
while Barauni, Gauhati,Mathtira and other units of IOC have 
extended to 4 days. Before giving answer to the aggrieved 
person the first line sup)ervisor shall consult his 
Division Head in this regard if he feels necessary. He 
has to maintain a record of the grievance and answer thereto, 
Second Stage; If the aggrieved person is not satisfied 
with the answer given to him or the answer has not been 
given to him within the prescribed time limit, he will 
complain in writing to the Head Department through his 
immediate supervisor who will send the form application 
within two days of receiving the same after recording his 
findings and answer given to the workman. The Head of the 
Department will examine the facts and if necessary hold a 
discussion with all concerned such as the workman himself, 
his supervisor and the Division Head to find out a suitable 
solution. He may also seek the advice of the personnel 
officer, in this regard, if he feels necessary and after 
recording his findings on the grievance form he will 
communicate his decision to the workman. The time limit 
at this stage is 7 days in case of all refineries operating 
under IOC, 3 days in case of Cochin Refinery Ltd, and 3 
days according to Model Grievance Procedure. If the action 
could not be taken within that period the reason for the 
delay must be recorded. 
1 Q :• 
Third s tage ; I f the decis ion i s s t i l l unacceptable to the 
employee concerned he may reques t the Head of the Department 
to forward h i s case /gr ievance to the Grievance Committee, 
The Head of the Department s h a l l the re upon forward the 
grievance to the s e c r e t a r y t o the Grievance committee who 
s h a l l place i t before the committee a t i t s meeting. The 
committee s h a l l i n v e s t i g a t e the mat ter and send i t s 
recommendations to th^ General Manager (or the Refinery 
Manager in case of Cochin Refinery Ltd.) again within the 
prescr ibed time l i m i t of the r e c e i p t of the grievance which 
i s 7 days in case of r e f i n e r i e s under IOC, 5 days in Model 
Grievance Procedure and 10 days in Cochin Refinery Ltd. i f 
the recommendations could not be made within t h i s time 
l i m i t , t h e reason for the delay -nust be duly recorded. 
Unanimous recommendation s h a l l be implemented by the 
r e f ine ry . In the event of d i f ference of opinions among 
the members of the committee, t h e i r views alongv/ith the 
re levant papers w i l l be placed before the competent 
au thor i ty (whoso-ever he is e i t h e r GM. or RM) for the f i n a l 
dec is ion . In e i t h e r case , the f ina l decision of t h i s 
a u t h o r i t y s h a l l be conmunicated t o t h e workman concerned 
by the Secretary of the Grievance Committee within 
spec i f ied time from the r e c e i p t of the recommendations of 
the Grievance Committee which i s 3, 7 and 3 days in case 
of Model Grievance Procedure (MGp), I-O.C, r e f i n e r i e s and 
Cochin Refinery Ltd. (CRL) r e s p e c t i v e l y . 
ISo 
The Fourth and the l a s t stage; If the workman i s s t i l l not 
s a t i s f i e d with f ina l decision of the Refinery Manager in case 
of Cochin Refinery Ltd. he may appeal to -the Managing 
Director for a rev i s ion . In making th i s appeal, the workman, 
i f so desires, may have the ass i s tance of a fellow workman 
to f a c i l i t a t e discussions with the Managing Director. The 
company wi l l communicate i t s decis ion on the appeal 
normally within 7 days of the receipt of the workman's revision 
pet i t ion , which conforms to the period specified for th i s 
purpose in the Model Grievance Procedure. I t i s worth noting 
here that Barauni, Gauhati, Mathura and other units of IOC 
do not have provision for revision of decision or appeal 
to the higher authority as i t has been provided in Model 
Grievance Procedure and also in Cochin Refinery Ltd, After 
the exhaustion of the l a s t s tage, may be third or fourth 
stage, a further d i s sa t i s fac t ion of the aggrieved workman 
v;ill result into a dispute. Since at this stage i t remains 
no more a grievance and goes out of the scope of the 
Grievance procedure, i t w i l l be referred to an out side 
t r i p a r t i t e machinery l ike voluntary/compulsory conc i l ia t ion , 
arbitration and adjudication e t c , for the purpose of i t s 
settlement. 
Apart from these provis ions which are veual ly found 
in almost a l l the grievance procedures, the grievance 
procedure in r e f i n e r i e s a l so cons i s t of some other matters 
which have i n d i r e c t bear ing on the ac tua l procedure of 
dealing with the gr ievances . For example in Cochin Rrfinery 
Ltd, the Grievance Procedure provides t h a t normally a 
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workman sha l l br ing h i s grievance in the not ice of the 
concerned au tho r i t y im:nediately. In any case he has t o do 
so v/ithin a period of seven days of i t s occurrence otherwise 
i t would be considered t ime-barred . Once the grievance i s 
s e t t l e d the workman concerned has to make an appropr ia te 
endorsement in the space provided in the grievance form 
and put h i s s ignature along with t he da te . He s h a l l a l s o 
obtain permission from h i s immediate supervisor f o r temporary 
absence from his job to pursue h i s case. 'He is a l s o respon-
s i b l e t o follow the proper procedure in represent ing his 
grievance, otherwise i t would not be considered. S imi lar ly 
he has to go through a l l the s tages and can not bypass any 
leve ls of a u t h o r i t y . Further no i n d u s t r i a l dispute can be 
ra ised before any outside au thor i ty unless the grievance 
procf^dure exhaus ts . 
According to the grievance procedures in r e f i n e r i e s 
operating under IOC, when a workman has taken up h is 
grievance for r e d r e s s a l , in te rven t ion of conc i l i a t ion can 
not be sought u n t i l and unless a l l the s teps in the procedure 
a re exhausted. Ihe grievance is assumed t o take the form of 
a dispute only when the f ina l dec is ion of the management is 
not acceptable to t he workman. In ca l cu l a t i ng the time 
in te rva l s under the clauses of grievance procedure holidays 
v;ill not be included. The management wil l provide the 
r equ i s i t e c l e r i c a l and other f a c i l i t i e s for the smooth 
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t w o n o m i n a t e d by t h e r e c o g n i s e d t r a d e u n i o n and t h e r e m a i n i n g 
two a p p o i n t e d by t h e management of t h e r e f i n e r y . I t i s a p r e -
c o n d i t i o n t h a t t h e r e p r e s e n t a t i v e s o f t h e e m p l o y e e s on t h e 
g r i e v a n c e c o m m i t t e e m u s t be t h e e m p l o y e e s of t h e company. 
I n v iew of t h e g r i e v a n c e p r o c e d u r e i n Cochin R e f i n e r y L t d . 
t h e t e r m s of o f f i c e of a l l t h e s e members s h a l l b e of one 
y e a r and a f t e r i t s e x p i r y f r e s h n o m i n a t i o n w i l l b e d o n e . 
I h e c o n s t i t u t i o n o f t h e g r i e v a n c e c o m m i t t e e i n B a r a u n i 
and o t l i e r x in i t s a l s o p r o v i d e t h a t when t h e r e i s no r e c o g n i s e d 
u n i o n t h e g r i e v a n c e c o m m i t t e e s h a l l c o n s i s t of two 
r e p r e s e n t a t i v e s o f t h e w o r k e r s on t h e works c o m m i t t e e t o 
b e s e l e c t e d by t h e works c o m m i t t e e . I t a l s o s t a t e s t h a t t h e 
p e r s o n n e l o f f i c e r w i l l a c t a s t h e S e c r e t a r y of t h e G r i e v a n c e 
Commit tee and h i s r o l e w i l l be of a n a d v i s o r y n a t u r e . 
TRADE UNIONISM AND COLLECTIVE BARGAINING 
The t r a d e u n i o n movement i n I n d i a , l i k e a n y o t h e r 
i n d u s t r i a l i s e d c o u n t r y of tiie w o r l d i s t h e ou tcome of 
m o d e m i n d u s t r i a l s y s t e m . Wi th t h e a d v e n t and d e v e l o p m e n t 
o f t h i s s y s t e m b a s e d on t e c h n o l o g y and t e c h n o l o g i c a l c h a n g e s 
a new economic o r d e r came i n t o e x i s t e n c e . With t h e p a s s a g e 
of t i m e t h i s new s y s t e m r e p l a c e d t h e o l d t r a d i t i o n a l s y s t e m 
a l s o 
a n d t h e method o f p r o d u c t i o n h a s / u n d e r g o n e s u b s t a n t i a l 
c h a n g e o v e r t h e t i m e . C o t t a g e and s m a l l s c a l e i n d u s t r i e s 
w h e r e manua l l a b o u r v?as p r e d o m i n a n t h a s y i e l d e d p l a c e t o 
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la rge i n d u s t r i e s . In order to face the problems posed by 
t h i s system an organiza t iona l consciousness assumed the 
form of trade vinion movement. This "movement grew slowly 
and i t was not u n t i l l 1877 tha t we have the f i r s t i nd ica t ion 
of labour p r o t e s t a misunderstanding over wage r a t e s a t the 
2 Empress Mills in Nagpur". 
Several years passed u n t i l l anything resembling a 
union was s t a r t e d in the country. During t h i s per iod what 
was done was l imi ted only to sporadic and i r r e g u l a r concerted 
ac t ion among Indian workers. (Kiere a re l i t t l e conception 
of t rade union raerabership. I t was only in 1920 t h a t All 
India Trade Union Congress (AITUC) was formed in a n 
organized manner. I t v/as l a t e r on a f f i l i a t e d with the world 
Federation of Trade Unions which was formed in 194 6. Besides 
t h i s . Some other Cent ra l Trade union Organizations have a l s o 
anerged in the country which are s t i l l working. They are 
Indian National Trade Union Congress (INTUC), The Hind 
Mazdoor Sabha (HNIS) , the United Trade Union Congress (UTUC) , 
Bhartiya Mazdoor Sangh (BMS) e t c . These a r e not the a l l , 
there are countless unions a t s t a t e , indus t ry , undertaking 
and p l a n t l e v e l s . Some of them a re well organized v.'hile 
others i l l - o r g a n i z e d . S t i l l there i s a b ig major i ty of the 
workers who are absolute ly unorganised. 
2 , Myers A, Charles, I n d u s t r i a l Relat ions in India , .--sian 
Publishing House, Bombay, 1958, p .100. 
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Labour Union in Refiner ies 
Different u n i t s of o i l re f in ing indus t ry have t h e i r 
ovm trade unions a t the p lan t l e v e l . There i s hardly any 
re f inery which has only one union. Some r e f i n e r i e s l i k e 
Barauni un i t have as many as e igh t unions among which only 
the union having the l a r g e s t majority of membership has been 
recognized by the management of the ref inery for the purpose 
of c o l l e c t i v e bargaining and s e t t l i n g other mat ters of 
mutual i n t e r e s t s . 
The various unions which a r e a t present v/orking in 
Barauni un i t a re as fol lows: 
1, Barauni Ta i l Sodhak Union 
This i s a r e g i s t e r e d t rade union and i s a f f i l i a t e d 
with the Al l - India Trade Union Congress (AITUC), Being the 
l a r g e s t union from the view point of majori ty support and 
f a i l u r e l a rge number of monbership t h i s union was recognised 
by the management many years ago. I t i s s t i l l enjoying the 
support of the major i ty of ivorkers and t h i s s i t u a t i o n i s 
expected t o continue in future too , 
2• Petroleum and Chemical Union 
This i s a l so r eg i s t e red and i s a f f i l i a t e d with Indian 
Nat ional Trade Union Congress (INTUC), This union i s ranked 
as the second in i t s s i ze and membership, i t holds a t 
p re sen t . 
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3 , Sharmic Wikas parishad 
This i s r e g i s t e r e d and i t has got i t s a f f i l i a t e d 
with Bhartia Mazdoor sangh, an a l l India Organization. 
The r e s t of the unions are as follows: 
4 , Universal Progress ive Laboior Federation (Registered) 
5 . Barauni Refinery employees Union (Registered) 
6. Indian Ref iner ies Workers Union (Registered) 
7. Pargat isheel Barauni Tail Sodhak Mazdoor (Registered) 
8. Staff Association (Registered Spec ia l ly for M i n i s t e r i a l 
s t a f f of the r e f i n e r y ) • 
In case of o ther r e f i n e r i e s under IOC the following 
are the luiions which hold majority representa t ion and which 
have been recognised by t h e i r r e spec t ive management as a 
bargaining agent in t h e i r r e spec t ive u n i t s . They a I s o 
p e r t i c i p a t e in nego t i a t ions a t the Head Quarters in New 
Delhi . 
1. Refinery V/orkers Union, Representing workmen of 
Gaxi^ati Refinery & Gauhati S i l i g u r i P i p e l i n e . 
2 . Barauni T a i l Sodhak Mazdoor Union, Barauni -
Representing workmen of Barauni Refinery. 
3 . Gujrat Refinery Kamdar Sangh, Jawahar Nagar - Repre-
senting workmen of Gujrat Refinery Sc Koyali Ahm^-dabad 
p ipe l ine . 
4 . Haldia Refinery Employees Union, Haldia - Ren resent ing 
the workmen of Haldia Rpfinery. 
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So far as the t rade union in Cochin Refinery Ltd. 
i s concerned, t h e r e is no proof of i t s ex is tence u n t i l l one 
year of i t s commissioning. I t v/as only in 1967 t h a t a number 
of Cochin Refinery Ltd. ernployees organized the r se lves in the 
form of a t rade union and got i t r e g i s t e r e d under the name of 
"The Cochin Refinery Employees' Assoc ia t ion" . A l e t t e r was 
a l so addressed t o the Management t o recognise t h i s union as 
the represen ta t ive of the workmen and the so le bargaining 
agent on behalf of the employees in the r e f ine ry . At the 
timp^ of recognit ion the t o t a l of the members of the Associa-
t ion on i t s r o l l was only 142, The management accorded 
recognit ion to the Associat ion in Apr i l , 1968 on ce r t a in 
condit ion which are given below:-
1, The membership of the Associat ion w i l l be confined 
to the permanent workmen of Cochin Refinery L td . , supervisors 
and confident ia l s e c r e t a r i e s w i l l be excluded, 
2, The e l e c t i o n of o f f i ce -bea re r s w i l l be conducted 
through secre t b a l l o t . Similar ly in case of major decis ions 
a f fec t ing the general employees and the company, the Associa-
t ion w i l l follov/ democratic conventions to ensure the support 
of the majority to such dec i s ions , 
3, The Associat ion w i l l co-operate with the company 
for effect ive implementation of the standing orders and t o 
maintain d i s c i p l i n e in the es tab l i shment , 
4, The Associat ion a l so agrees to abide by the following 
procedure regarding s t r i k e s : 
: ! } • . 
No member of the Association shall strike work without 
the permission and specific direction of the Executive 
Committee and the EC will be the sole authority to launch 
and call off a strike and such action will be taken only 
after exploring all possible avenues for the settlement of 
disputes open to it and also those provided for in the I.D. 
Act, 1947 and all such other laws as may be framed by the 
Government from time to time. In particular, no strike shall 
be called unless at least 75% of the members of the Associa-
tion have voted at a secret ballot specially conducted for 
this purpose and 3/4th of the votes so polled favour a strike. 
Further, for any strike the Association has to give proper 
notice, 
5. The Association also atfirms its faith in democratic 
principles and agrees to abide by the code of discipline 
evolved at the tripartite conference of employers, trade 
unions and the Government (Indian Labour Conference). 
6. The management will be informed, from time to time 
of any changes in the Executive Conmittee ac v/ell as any 
amendment in the constitution of Association. 
> 
7. The recognition so granted wi l l be subjected to the 
condition that the Association continues to represent the 
majority of the workmen. 
At present the Association r epresen t s almost a l l the 
workmen of the company. I t s a l l the members, except the 
pres ident , are the employees of the company. The Pres ident 
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of the Association i s usual ly an ou t s ide r labour leader 
so t ha t the Association canenjoy leverages in the broader . 
S o c i o - p o l i t i c a l se t up. The Associat ion as such has no 
p o l i t i c a l a f f i l i a t i o n , though the Pres ident often belongs 
t o some or the o ther p o l i t i c a l p a r t y . 
The supervisors and the Secur i ty guards have been 
excluded from the Associat ion as mentioned e a r l i e r . The 
superv isors , t i ierefore, had organised themselves in the 
form of other lonion under the p re s iden t sh ip of Mr, A,C, 
Jose a noted labour leader of the Cochin I n d u s t r i a l b e l t 
some times back. But the management was r e l u c t a n t to 
r'^cognia? th i s union of the superv i sors . 
Apart from these , o ther r e f in ing un i t s l i k e Assam Oil 
Company, Digboi Refinery,-which has recent ly been na t iona l i sed 
of which half has hern given to IOC and remaining half to o i l 
and Burma shel l Refineries Limited, a t Trombay near Bombay, 
Esso Standard Refining Company of India a l so a t Trombay and 
Caltex Oil Refining (India) Ltd . , Visakha Patnam, now a l l 
working under Bharat Petroleum and Hindustan Petroleum a f t e r 
they have be<=n na t iona l i sed by the Govt, of India , have 
severa l t rade unions each working independently and c o l l e c -
t i v e l y , depending on the circumstances and the na ture of 
the problems. In these r e f i ne r i e s a l so under the well accepted 
norms, only those unions have been recognised by the manage-
ment of t he i r respec t ive uni t s v;hich e n t e r t a i n s majori ty 
represen ta t ion . 
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Causes of M u l t i p l i c i t y and Inter-Union Rivalry: 
There are many giant t rade unions working a t na t iona l 
and in t e r -na t iona l l e v e l s . All these unions are organised 
and supported by the persons of d i f f e r e n t socio-economic 
condi t ions and p o l i t i c a l i d e o l o g i e s . For instance the Indian 
National Trade Union Congress (INTUC) be l ieves in the 
n a t i o n a l i s a t i o n of the means of product ion, exchange and 
d i s t r i b u t i o n . I t a l s o has f a i t h in the peaceful se t t lement 
of disputes .This was formed and i t i s s t i l l dominated by 
the moderate th inkers having p o l i t i c a l ideology of Indian 
National Congress, A considerably l a rge number of unions 
working at the p rov inc i a l , indust ry and p l an t l e v e l s are 
a f f i l i a t e d with t h i s na t ional union. On the o the r hand, 
the All India Trade Union Congress (AITUC) i s dominated 
by the communists with t h e i r own economic philosophy and 
p o l i t i c a l ideo log ies . This has a l s o got a considerable 
number of i n d u s t r i a l and p lan t l e v e l unions in the country 
a f f i l i a t e d with i t . The Hind Mazdoor Sabha {Ht4S) i s dominated 
by s o c i a l i s t and praja S o c i a l i s t par ty who emphasises on 
n a t i o n a l i s a t i o n of i ndus t r i e s in which workers have opportu-
n i t i e s for t h e i r development, while the United Trade Union 
Congress (UTUC) i s organised by the revolu t ionary p a r t i e s 
who bel ieve in keeping aloof from sec ter ianism, groupism 
and o ther c l a s s p o l i t i c s . Moreover, they expect s t a t e 
in te r fe rence to compel employers t o negot ia te with the 
t rade unions to s e t t l e the matters and compose off the 
differences amicably. All the industry- and p lant l eve l 
19, ' 
unions in the country are a f f i l i a t e d with some or the other 
na t iona l union and the nat ional unions in t«rn have long 
been associated with i n t e r - n a t i o n a l t r ade union federat ions 
v i z , the world Federation of Trade Unions (WFTU) formed 
in the year 1946 and the i n t e r n a t i o n a l Confederation of 
Free Trade Unions (ICFTU) se t up in the year 1949. 
In the present age, when s o c i a l and p o l i t i c a l consci -
ousness i s increasing day by day, almost every ind iv idua l 
in the society i s found to be l inked up wi th one or the 
o the r soc ia l and p o l i t i c a l group. The more var ied the 
ideologies of the workers the l a r g e r w i l l be the number 
of t r ade unions, because t rade union movement, not only in 
India bu t a l so in other i n d u s t r i a l i s e d coun t r i e s of the world, 
i s the by product of workers gt ievances on one hand and 
p o l i t i c a l movements as well as s o c i a l changes on the o the r . 
Hence bas ica l ly speaking these a r e the roo t causes of 
m u l t i p l i c i t y of t rade unions in majori ty of the business 
as v;ell as other organisat ions throughout the country and 
even in the world a t l a r g e . 
The m u l t i p l i c i t y of t rade unions in Barauni and other 
r e f i n e r i e s too, as i t has been mentioned e a r l i e r , i s caused 
by the differences in the socio economic and p o l i t i c a l 
ideologies of the workers. 
From the view points of the ob jec t ives for which the 
t rade unions are ba s i ca l l y formed, t h e i r m u l t i p l i c i t y i s 
obviously harmful for ce r t a in r easons . F i r s t l y , t h e i r 
ob jec t ives are over shadowed by p o l i t i c a l i deo log ie s ; 
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secondly-mul t ip l i c i ty of t rade unions is a hudle in the 
wake of i t s s t r eng th ; and t h i r d l y i t leads to in t e r -un ion 
r i v a l r y which u l t imate ly weakens i t s p o t e n t i a l i t y in matters 
of c o l l e c t i v e barga in ing . Hence, i t i s worthwhile for the 
workers, tha t i n sp i t e of d i f ferences in t h e i r s o c i o - p o l i t i c a l 
ideologies they should t r y to come under one banner . This 
should not be considered as merely a wishful thinking but 
q u i t e a poss ible phenomenon, provided, the workers become 
conscious of the f ac t , t h a t the ob jec t ives of d i f f e r e n t 
p o l i t i c a l groups might be d i f f e r e n t but the ob jec t ives of 
workmen in general are one and the same i e . to a v a i l or-port-
u n i t i e s for t h e i r a l l round wel l -be ing and welfare which 
can be achieved only through t h e i r undivided ac t ions and 
concerted e f fo r t s or through c o l l e c t i v e bargaining whose 
success , to a g rea t extent , depends on recognised s t rength 
and bargaining power of the workers. 
Col lec t ive Bargaining : 
The Management has r i g h t t o manage and the workers 
have r i g h t t o organise themselves and f igh t for t h e i r shares 
in the prosper i ty of the bus ines s . Since the r i g h t s of one 
par ty become the du t i e s and r e s p o n s i b i l i t i e s of the o ther , 
the concept of na tu ra l interdependance of each o the rs and 
r e s p o n s i b i l i t i e s be fully recognised and regarded in t h e i r 
t rue sense by both the p a r t i e s . Unless t h i s kind of mutual 
recocrniticn i s found, co l l e c t i ve bargaining wi l l be considered 
as more t r i a l of s t rength and nothing e l s e . 
I9J 
Collect ive bargaining i s a process through which 
ce r t a in common goals are reached. Therefore, there must 
be some common (bbjectives l i k e maintaining peace and 
harmony, improving workmethods and working condi t ions 
and increasing earnings of the employees as well as 
p r o f i t s of the employers. 
Col lect ive bargaining i s based on Mutual means 
philosophy in which th ings a re decided through mutual 
negotat ions by both the p a r t i e s , the employer and the 
employees. This approach c rea t e s a compromising a t t i t u d e 
t h a t helps in minimising ma te r i a l d i f ferences if i t can 
el iminate them completely. That i s why i t i s said when 
each and every machinery f a i l s c o l l e c t i v e bargaining 
comes in to p i c t u r e . 
No doubt to come to a se t t l ement i s more d i f f i c u l t 
than to make d i f fe rence , s t i l l c o l l e c t i v e bargaining plays 
a v i t a l ro le in the se t t lement of di f ferences and d i spu te s . 
The reason i s t h a t i t takes i n to account the idea of 'g ive 
and take ' which i s the be s t method of reaching a meaning-ful 
se t t lement . 
For a successful and e f f e c t i v e c o l l e c t i v e bargaining 
the exis tence of c e r t a i n p r e - r e q u i s i t e s i s e s s e n t i a l s For 
instance i t i s abso lu te ly necessary t h a t there should be 
a t r u l y r ep resen ta t ive , enlightended and strong union. 
Similar ly , there should be a progress ive and strong mana-
gement, conscious of i t s r e s p o n s i b i l i t i e s and ob l iga t ions 
towards entreprenure , employees, consumers and the socie ty 
a t large (socia l r e s p o n s i b i l i t y of b u s i n e s s ) . 
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Col lec t ive Bargaining in Refiner ies : 
The concept of co l l ec t i ve bargaining i s s t i l l in 
a s t a t e of infancy in Indian i n d u s t r i e s and i t w i l l take 
time to make rapid progress in t h i s dirf=iCtion and achieve 
matur i ty . From t h i s statement i t should not be mistaken 
t h a t i t did not take any pace a t a l l . In fac t , severa l 
important agreement have been signed between T e x t i l e 
Labour Association and Ahmadabad T e x t i l e Mi l l s , Tata Labour 
Union and TISCO, Bombay Mill Owners Association and Rashtriya 
Mazdoor Sangh and so on. 
In o i l re f in ing industry a l s o ce r t a in c o l l e c t i v e 
agreements can be t raced out in the l a s t decades. The agree-
ments between Assam o i l co:npany and i t s workers union, betv;een 
Cochin Refinery Ltd, (CRL) management and i t s workmen's 
Associat ion, betv/een the then p r iva t e sec tor r e f i n e r i e s and 
t h e i r labour unions and between IOC and the var ious labour 
unions of d i f fe ren t r e f i n e r i e s working under i t s c o n t r o l l 
are several examples of i t own kind, Nov; BPCL and HPCL are 
a l s o enter ing in to long-term agreements with t h e i r employees 
unions. 
Under sect ion 18(1) of the I n d u s t r i a l Dispute Act, 
194 7 Indian Oil Corporation Limited (Refiner ies and pipe 
l i n e s Division) has agreed upon many minor and major i s sues 
with the recognised t rade unions of d i f fe ren t r e f i n e r i e s 
and pipel ines Division,Th^ dura t ion of these memorandum 
of set t lement has general ly been of three years . Though 
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the ne^t agreement could not be reached and signed 
immediately a f t e r the expiry of the dura t ion of e a r l i e r 
agreement, r a t he r i t took more t ime to do so and t h i s 
was general ly the time lag between the presenta t ion of 
the cha r t e r of demands, r ep re sen ta t ions and subsequent 
memoran-dum, then s i t t i n g toge the r t o s e t t l e the mat ters 
and f ina l ly pu t t ing s igna tures on the memorandum of 
se t t lement . Some times i t took more than two and a half 
years a f t e r the expiry date of the e a r l i e r se t t l ement . 
For example a long term se t t l ement was to expire about 
the end of May, 70 and the next agreement was signed on 
24th of January, 1971, which was implemented r e t rospec t ive ly 
from 30th May, 70 and remained in force t i l l 31st December, 
1973, while the next se t t lement was a r r i v e d a t only on 26th 
Apr i l , 1975 though i t a l s o cam in to force with r e t ro spec t ive 
e f f ec t frc»n 1st January, 1974, And thus t h i s procedure where 
the present agreement gives l i t t l e time to operate than the 
next one gives s igna l s for i t s a r r i v a l . 
Similarly the f i r s t long term se t t lement between CRL 
and CR Employees Association expired on June 3,1971, The 
Association submitted a cha r t e r of demands on 5 ,4 ,1971, As 
a r e s u l t of negot ia t ion between the p a r t i e s a se t t lement 
was reached on 30*3,72 which was implemented on the same day 
and came to an end on 30,3 ,75, The Associat ion sumbitted a 
fresh Charter of Demands on 7th Apr i l , 1975, As a r e s u l t 
of prolonged negotions and d i scuss ions between the p a r t i e s 
a set t lement could be reached only on 25th October,1977, 
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Cochin Refinery Ltd , (CRL) i s r e a l l y i dea l i n i t s se tup 
for successful c o l l e c t i v e ba rga in ing . I t has a progress ive , 
enlightened and forward looking management and a t the same 
time a t ru ly r e p r e s e n t a t i v e , s t rong and responsible union 
is a l s o avai lable t h e r e . Which are the two important 
p r e - r equ i s i t e s for any successful c o l l e c t i v e ba rga in ing . 
As a r e s u l t , in the shor t span of time they have a l ready 
signed several long term se t t l ements in a free and frank 
atmosphere. 
The management in Cochin Refinery Ltd, has been found 
ready for d i r ec t d iscuss ion and has s t rong f a i t h in the 
i n s t i t u t i o n of c o l l e c t i v e ba rga in ing . The management be l ieves 
in the policy of "give and take" r a t h e r than s t i c k i n g t o a 
dogmatic stand with a l l f i rmness. The union on the o ther 
hand, a l so has f a i t h in the process of c o l l e c t i v e bargaining 
with a d i f fe ren t view regarding the pol icy of give and take 
which the management claims to follow in word and s p i r i t . 
The union leaders fee l and they have j u s t put an a l l e g a t i o n 
aga ins t management t h a t i t i s more inc l ined t o take than 
to give or in o ther words i t does no t follow the policy 
of 'g ive and take ' ra ther follows the idea of "take and 
g ive" . 
S t i l l the success of c o l l e c t i v e bargaining i s evident 
from the fact t h a t the s t r i k e was lanuched only once in the 
whole his tory of Cochin Refinery Ltd, The CRL management 
had comparatively harmonious r e l a t i o n s in the company which 
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is a remarkable thing in the strike torn state of Kerala, 
This is also reflected in the form of productivity which 
has always been appreciable hence CRL management has 
nothing to gnimble upon and sees no harm in open hearted 
collective bargaining process. The union has also been 
found very much contented with the previous settlements, 
though the labour leaders are reluctant to admit this fact 
openly, 
parties to Agreements and their Representation : 
In case of IOC, the parties to the agreement were 
Indian Oil Corporation Limited (Refinery and pipelines 
Division) as an employer on one hand and the workmen of 
different Refineries and Pipelines as employees on the 
other. In the first negotiation and subsequent settlement 
the corporation was represented by (Mr. C,R, Das Gupta) 
the then Managing Director (Refineries & Pipelines Divison). 
He was assisted by Financial Controller (R&P) and Chief 
Personnel Officer (R&P) , In case of the next settlBsent 
it Was represented by (Mr, K, Krishnamurthy), General 
Manager, Barauni Refinery and Chairman, Management Negotia-
ting Corrmittee, Financial Controller and Personnel Manager 
who were the members of Management Negotiating Committee, 
They were assisted by the Dy, Financial Controller, Chief 
Personnel Officer, H.Q. and Chief Personnel and Administra-
tive Officer, H,Q., Pipelines and many others. 
Ov 
The employees were represented through a l l the 
recognised unions of a l l the r e f i n e r i e s and p i p e l i n e s . 
Each of them sent a t l e a s t one r ep resen ta t ive of i t s own 
in the negot ia t ing committee. 
The Unions represent ing the employees of various r e f i n e r i e s 
and p ip l ines were as follows: 
1, Refinery Workers Union, Gauhati-Representing wormen 
of Gauhati gefinery and Gauhati S i l i g u r i p i p l i n e , 
2 , Barauni Telshodhak Mazdoor Union, Barauni-Representing 
workmen of Barauni Refineryi 
3, Gujrat Refinery Kamdar Sangh, Jawaharnagar-Representing 
workmen of Gujrat Refinery & Koyali Ahmadabad p i p l i n e , 
4 , Haldia Refinery Employees 'Union, Hal'dia-Representing 
the workmen of Haldia Refinery, 
5, Mathura Refinery Employees* Union and Mathura-Delhi-
Ambala p i p l i n e s , 
6, Indian Oil Delhi Employees Associat ion, New Delhi 
Representing workmen of R&P Headquarters, Chairman's 
Office New Delhi , including Research and Development 
cen t r e , 
7, Indian Oil (Refineries) Office Employees' Union, Ca lcu t ta , 
Representing workmen of Calcutta o f f i ce , 
8, Indian o i l Corporation Limited (Pipel ines Division) 
Employees' Union, Barauni-Representing workmen Haldia-
Barauni-Kanpur p i p e l i n e . 
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In case of Cochin Refinery Ltd, there were only 
two p a r t i e s on each s i d e . There was CRL management as 
an employer represented by Managing Direc tor , Refinery 
Manager, Manager-Personnel & Administration and I n d u s t r i a l 
Relat ions Manager on one hand and Cochin Refinery Employees* 
Association as employees represented by i t s P res iden t , Vice 
Pres iden t , General Secretary , J o i n t Secretary and Treasurer 
on the o t h e r . 
Coverage Under the Agreements: 
Generally the memorandxim of set t lement cover the 
following points most of which are f inanc ia l in na tu re . 
1, Scales of pay 
2, Dearness Allowamce^ 
3, Other Allowances;like 
(i) House Rent Allowance(HRA) 
(ii) House Rent subsidy 
(iii) City compensatory Allowance 
(iv) Shift Allovi^ nce 
(v) 'Washing Allowance 
(vi) Travelling Allowance 
(vii) Free Tea/payment in lieu of free tea 
(viii) Arrears 
(ix) Leave Travel Concession 
(x) Advances- Bicycle Advence/Motor cycel/Scooter/ 
Moped Advance, Festival Advance. 
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(xi) Conveyance Allcwance/Conveyance charges 
Cxii) Provis ion for Woolen Jersey in cold places 
( x i i i ) S p e c i a l Allowance 
(xiv) p a t r o l l i n g Allowance 
Apart from these points there were ce r t a in o ther 
mat te rs whiich have a l s o been covered under the agreements. 
Such as spec ia l s i ck leave^ encashment and regula t ion of 
l eave , hours of work, overtime, t r a n s f e r , con t rac t labour , 
adverse e n t r i e s in conf iden t ia l r epor t s e t c . 
Such o the r ma t t e r s , v/hich do not have d i r e c t bear ing 
on the cha r t e r of demands but are necessary and b a s i c a l l y 
r e l a t e d to the nature and a p p l i c a b i l i t y of the se t t lement 
have a l so been c l a r i f i e d in the agreements. They include 
he a p p l i c a b i l i t y and coverage of the type of employees, 
er iod of se t t l ement , ob l iga t ion and l i a b i l i t y on the par t 
management a s well as workmen t o honour the po in t s of 
B ' s r m e n t during the course of t h e i r operat ion/ implementat ion/ 
H ; e r p r e t a t i o n of se t t le .nent and f i na l l y harmonious i n d u s t r i a l 
dLa t ions and p roduc t i v i t y , 
• ocess of Co l l ec t ive Bargaining in Ref iner ies : 
In the process of c o l l e c t i v e bargaining the union 
f i r s t comes in to a c t i o n s , A request is made to i t s members 
to present t h e i r de nand along with t h e i r arguments t o the 
union. Then a me^  t ing of th^ general body i s ca l l ed for 
a i r i n g these opinions wherein they may be discussed f r ee ly . 
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These a r e again discussed by the members of the execut ive 
committee in the subsequent meetings, spec ia l ly convened 
for t h i s purpose. The union a l so contac ts and consul t s 
with various o ther unions working on industry-cum-region 
ba s i s and gathers f a c t s on various aspects of the demands 
t o be included in the cha r t e r of demands. In case of IOC 
since many unions bargain c o l l e c t i v e l y they accumulate the 
c h a r t e r of demands of a l l the indiv idual unions opera t ing 
in diffeirent r e f i n e r i e s and p ipe l i ne s in the l i g h t of which 
a comprehensive c h a r t e r of demands i s prepared and submitted 
t o the management. Once the cha r t e r of demands i s submitted 
the management d e f i n i t e l y comes in to a c t i o n . Na tu ra l l y the 
main burden f a l l s on the o f f i ce r s in the Personnel Department, 
The char t e r of demands i s throughly studied and minutely 
analysed. The f inanc ia l impl icat ions and the o r g a n i s a t i o n a l 
impact of each demand i s fu l ly examined. The condi t ions in 
the s imi l a r i n d u s t r i e s and companies in the region a re a l s o 
compared. Recommendations of the var ious pay commissions, 
wage boards and Bureau of Public Enterpr ises a r e taken i n to 
cons idera t ion to prepare back ground and develop convincing 
arguments to be used a t the time of n e g o t i a t i o n s . 
Various poin ts in the cha r t e r of demands a re a l s o 
discussed with Heads of Concerned Departments, In t h i s 
process each demand i s considered separa te ly and decis ion 
i s taken whether t o accept or r e j e c t the demand. If so 
whether acceptance or re jec t ion should be ful ly or only 
p a r t i a l l y . Then bargaining team i s formed on e i t h e r s i d e . 
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After a l l these preparation are done, both the part ies 
come to an arena to fight the ba t t l e under the term of 
negotiations and col lect ive bargaining. 
Strategy and Tactics 
Generally the management plans i t s strategy and 
t ac t i c s e a r l i e r tiian the members of i t s team enter the 
conference room. Strategy is concerned with the preparation 
of maps and charts of the plans and basic pol ic ies to be 
followed in the process of bargaining. Tactics are the 
I>articular actions which are taken a t the bargaining t a b l e . 
Tile t rade union also has a s t ra tegica l plan and execute 
t a c t i c a l actions which may promote tiie accomplishment of 
i t s object ives. 
Usually the following s t ra tegies and tac t ics are 
adopted by the management team in col lect ive bargaining 
process. 
1. Working out the cost of each item on the charter of 
demands and making an attempt to convince the union repre-
sentatives on how -the demands are unreasonable and exhor-
b i t a n t . This attempt puts the union representatives on the 
defensive l ine and a t the same time strenthens the a b i l i t y 
of the management to bargain more aggressively. 
2, Another way is to ask the union representatives to 
jus t i fy t he i r demands in the l i c^ t of norms laid down by 
the various naticxial commissions and committees. 
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3, The management sometimes deliberately keeps away 
the top bargaining authorities from the bargaining team 
in the initial stage of the talk. The reason is that if 
they are included, they may be forced to give on the spot 
'yes* or 'no* decision even on those issues which deserve 
more careful considerations. Moreover under such circumst-
ances they have to seek advice from the top authorities on 
vital issues and thus get for management some leeway time 
to think over the issues very coolly. 
4, Management team sometimes resort to pressure tactics 
by arguing that on this issue we have to consult the top 
management and the top management argue that they will have 
to consult the Bureau of Pxoblic Enterprises and other similar 
bodies before coming to a final decision, 
5, Another strategy is that the management behaves as if 
strikes are of no consequence particularly at the face of 
failure of earlier strikes this posture of the management 
becomes more tenable. 
The unions also have to adopt certain strategy and 
tactics while dealing with collective bargaining aspects, 
1. Sometimes a few non serious and less important issues 
are included in the charter of denands. Such issues can be 
sacrificed any time at the bargaining table with a viev; to 
argue that we are not so rigid and that we really believe 
in the idea of give and take. 
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2, The s t rength and unity of the employees i s always 
used as a weapon and pressure t a c t i c s by the t r ade union. 
The management i s always threatened of possible s t r i k e 
which, if declared, v/ill of course be f a t a l t o the manage-
ment. 
3 . The e s s e n t i a l nature of the operat ions of the r e f i n e r i e s 
and the grave consequences and poss ib le losses which may 
r e s u l t from s t r i k e s tend to s t rengthen the hands of the 
t rade unions. More often than not t h i s s i t u a t i o n is being 
exploi ted by the unions in r e f in ing industry p a r t i c u l a r l y . 
Bargaining opera t ion in Prac t i ce : 
There may be d i f f e r en t types of bairgaining r e l a t i o n s h i p s 
in general and i t may assume any of the forms a t one time and 
may a l s o change i t s shape any time depending on the changing 
circumstances. Usually these r e l a t i o n s h i p s may be of the 
follov.'ing types ; 
1, Open conf l i c t r e l a t i o n s h i p 
2, Containment 
3 , Accommodation 
4 , Co-operation 
5, The Deal 
I r r e s p e c t i v e of the overa l l r e l a t i onsh ip between a 
company and a union, i t i s almost inev i t ab le t h a t c o n f l i c t 
v/ i l l a r i s e during the c o l l e c t i v e bargaining process i t s e l f . 
This w i l l be simply because the p a r t i e s have d i f f e r en t 
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des i res and expec ta t ions as regards the f ina l so lu t i on . 
This concept may be i l l u s t r a t e d as given below. 
Desire, Expectat ions and Tolerance Limits-Determining 
the Bargaining Zone 
Unions Desired 
solut ion 
Union's 
Expectations 
Union's Toler-
ranee l i m i t 
Employer's Tolerance l i m i t 
Employers' Expectation 
Employer's Desired 
so lu t ion 
Source; R. Stagner and H.Rosen, Psychology of Union-Management 
Rela t ions , p .96 , Wodsworth Publishing Company,inc., 
Belmant Ca l i fo rn ia as quoted by John B.Miner,Personnel 
and I n d u s t r i a l Rela t ions , The Macraillan Company, New " 
York, 1969, p .463 . 
In most of the nego t ia t ions each party begins by 
present ing i t s c h a r t e r of demands for con t rac t . The demands 
are normally accompanied by supporting fac ts and f i gu re s . 
They a l s o c o n s t i t u t e the desired s o l u t i o n . The primary 
task then becomes one of determining the tolerance l i m i t s 
0 1 -. 
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of the r e s p e c t i v e . p a r t i e s and thus e s t a b l i s h i n g the 
bargaining zone. Once i t has been done the scope of the 
problem i s norrowed down to the e x t e n t t h a t the f i n a l 
solut ion becomes very much e a s i e r . 
Col lect ive bargaining in r e f i n e r i e s has been qu i t e 
popular and successful . Customarily agreements have been 
signed for a period of three y e a r s . Due to delay in i n i t i a t i n g 
s teps for next bargaining and subsequent delays in s igning the 
memorandum of se t t lement , usual ly the periods of opera t ion 
were extended beyond three yea r s . Though, the minor i ssues 
were normally added or de le ted from the cha r t e r of demands 
and u l t imate ly memorandum of se t t l ement was a l so a f fec ted 
but the main fea tures were con t inua l ly maintained. 
So far as the quest ion of e f fec t iveness of the i n s t i t u -
t ion of co l l ec t ive bargaining in r e f i n e r i e s i s concerned i t s 
success i s beyond doubt and susp ic ion . This can be e a s i l y 
proved by the s t a t e of i n d u s t r i a l r e l a t i o n s s i t u a t i o n in 
re f in ing industry as a whole where most of the major and 
minor issues governing i n d u s t r i a l r e l a t i o n s are s e t t l e d 
through co l l ec t i ve barganing. Rest of the a f f a i r s are d e a l t 
with in the l ega l framev/ork provided by the various r e l a t e d 
Central and s t a t e l e g i s l a t i o n only a few ins tances of s t r i k e s 
in r e f ine r i e s are a v a i l a b l e . Two of which one in Barauni 
and the other one in Cochin were l ed by t h e i r r e spec t ive 
t rade unions, both a f f i l i a t e d to AITUC, an a l l India body 
the p o l i t i c a l ideology and economic philosophy of CPI, 
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PROMOTIONAL FOLICIES 
A w e l l d e f i n e d p r o m o t i o n a l p o l i c y s h o u l d b e r e g a r d e d 
a s an e s s e n t i a l a c c o m p a n i m e n t o f a l l s y s t e m t i c s e l e c t i o n , 
t r a i n i n g and p l a c e m e n t of t h e e m p l o y e e s . I t i s a g e n e r a l 
and v a l i d a s s u m p t i o n t h a t mos t of t h e employees w a n t t o 
q u a l i f y f o r b e t t e r j o b s d u r i n g t h e c o u r s e of t h e i r wo racing 
l i v e s . Hence , t h e r e s h o u l d be a p o l i c y s t a t e m e n t t h a t a l m o s t 
a l l j o b s w i l l b e f i l l e d up from w i t h i n t h e o r g a n i s a t i o n , 
p r o v i d e d t h e r e i s a v a c a n c y i n t h e company and a s u i t a b l e 
and q u a l i f i e d c a n d i a d a t e a v a i l a b l e f o r p r o m o t i o n . Thus t h e 
p o l i c y of p r o m o t i o n from w i t h i n h e l p s t o meet t h e a s p i r a t i o n s 
o f t h e e m p l o y e e s on one hand and p r o v i d e s t h e o r g a n i z a t i o n 
w i t h a c o n t i n u i n g s u p p l y of b e t t e r q u a l i f i e d human r e s o u r c e s 
on t h e o t h e r . P r o m o t i o n , however , i s n o t t h e o n l y p e r s o n n e l 
d e c i s i o n t h a t i n v i t e s t h e a t t e n t i o n of t h e p e r s o n n e l e x e c u t i v e , 
t r a n s f e r and l a y - o f f s a r e a s i m p o r t a n t a s p r o n i o t i o n s , b e c a u s e 
e a c h o f them e n t a i l s human p r o b l e m s and i n v o l v e s i n d u s t r i a l 
r e l a t i o n s q u e s t i o n s . T h e r e f o r e , i n t h e f o r t h - c o m i n g p a r a g r a p h s 
an a t t e m p t • / i l l b e made t o d i s c u s s a l l t h e s e p o l i c y d e c i s i o n s 
i n t h e b a c k g r o u n d of some t h e o r e t i c a l c o n c e p t s v / i th s u f f i c i e n t 
r e f e r e n c e s t o s u c h p o l i c i e s and t h e i r a p p l i c a t i o n i n d i f f e r e n t 
u n i t s o f o i l r e f i n i n g i n d u s t r y i n I n d i a n c o n t e x t . 
C o n c e p t : T h e r e i s c o n s i d e r a b l e d i f f e r e n c e o f o p i n i o n s 
among t h e a u t h o r i t i e s on p e r s o n n e l f u n c t i o n s , r e g a r d i n g 
t h o s e c o n d i t i o n s and c h a n g e i n p o s i t i o n s which may be t e m e d 
a s p r o m o t i o n , I t may g e n e r a l l y be r e g a r d e d as an upward move-
ment t o t h e h i g h e r p o s i t i o n i n w h i c h r e s p o n s i b i l i t i e s a r e 
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increased. This has a l s o been emphasised in many cases tha t 
an increase in pay i s a l so an important fac tor accompanying 
a l l promotions. This po in t of view i s very popular and qui te 
widely p rac t i s ed . According t o t h i s idea, an increase in 
wages and s a l a r i e s , without f a i l , accompanies a l l the 
promotions. This philosophy i s t r u e , no doubt, bu t i t i s 
bearing a mark of half t r u t h because there are count less 
examples in var ious o rgan i sa t ions in which an advancement 
in s t a tus and rank alongwith an inc rease in r e s p o n s i b i l i t i e s 
has been granted wi thout any increcise in pay. In many cases 
such a »'dry" promotion may be e n t i r e l y j u s t i f i e d and mutually 
acceptable t o both the employers and the employees. 
I t is a l s o equal ly t r u e , t h a t workers are granted 
wage and sa lary increase time and again , which by no angle, 
may be regarded as promotions. Thus i t i s evident t h a t 
promotion means ge t t i ng a b e t t e r job in terms of g r ea t e r 
s t a t u s and p res t ige as v/ell as higher au thor i ty and 
r e s p o n s i b i l i t i e s . I t i s a l so poss ib l e t h a t t h i s b e t t e r 
job may be paying more to the incumbent then he was ge t t ing 
before . Lesser hours of v/ork or b e t t e r loca t ion or i^rorking 
condit ions may a l s o cha rac t e r i s e tJ-.e "be t t e r job" t o which 
an employee seeks promotion. Thus promotion may f i n a l l y be 
defined as "any reassignment of pos i t ion which i s thought 
of by the employee as an advance lent in rank, whether or 
3 
not accompanied by higher pay" 
3 , Arthur, M.V/hite H i l l , Personnel Rela t ions , the Human 
Aspects of Administrat ion, 'Ac graw H i l l Book Co. London, 
1955,p-i86. 
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This statatnant a l so h igh l igh t s the fac t t ha t some 
promotions may accompany an increase in income while o the r s 
may n o t . In Indian condi t ion , however, almost a l l promotions 
involve some increase in compensation. In common p r a c t i c e , 
t h i s i s so much popular t h a t every body i s bound t o p r e -
suppose a monetary bene f i t behind every promotion. Even a 
lay man, when he comes to know of any body 's promotion, 
th inks t h a t the man must have got an apportuni ty of advance-
ment to h igher pos i t ion alongwith an increase in h i s s a l a r y . 
Hence, empi r ica l ly t h i s can be concluded t h a t almost every 
promotion i s associa ted with an increase in wages and 
s a l a r i e s . 
The term "upgrading" re fe rs to a p r a c t i c e c lose ly 
r e l a t e d to promotion. I t i s , in fac t the movement of an 
employee to a more respons ib le pos i t ion within the same 
occupational u n i t , Por an example, if a second c lass machinist 
i s moved upto the pos i t ion of a f i r s t c l a s s machinist , i t can 
be said t h a t he has been up graded. One author names i t as 
r e s t r i c t e d type /hor izon ta l promotion while another terms i t 
4 
as "a small sca le promotion" 
Logic Behind the promotions : 
There are so many reasons for promoting an employee. 
In most of the cases promotions are given as a reward for 
mer i tor ious performance, fa i thfu l se rv ice and l o y a l i t y to 
th'=^  o rganiza t ion , a b i l i t y and experience, punctua l i ty and 
4 , Paul pigors & Charles A, Myers, Personnel Administration 
Mc graw H i l l Book Co. Inc , London, 1951, p-207. 
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good attendance, self improvement, avoidance of accidents 
and wastage of materials and likewise other things which 
show his desireability in the service of the organization. 
But this is not a reward only. Some times it is meant for 
placing the employees on the jobs to which they are mast 
suited and more valuable to the organization than before, 
5 
Sometimes it is due to length of service too. 
If all the vacancies are filled from outside, there 
will be no motivation for the existing staff to improve 
their efficiency. The company that does not organised 
it and does not have a well defined promotion policy, is 
bound to face the problem of restrained management employee 
relations due to frustrations, restlessness and discontentment 
of the workers, because they see no prospects for themselves 
in the organization in which they have spent considerably 
long and valuable time of their lives. Sometimes this frustra-
tion, due to lack of motivational factors like promotion, 
may lead to labour turn over, accidents, inefficient working 
and so many other adverse situations. Hence to have a 
contented and satisfied workforce opportunity for pxx)motion 
is absolutely necessary. 
5, S,C, Saxena, op,cit,p,l44 
6, Sen Gupta R.N, and O t h e r s , Pe r sonne l Management i n Ind ia 
Asia P u b l i s h i n g House, Bombay! 1962, p , 2 i l 
217 
Though these ideas emphasise on recruitment from 
within, in the form of promotion, it does not mean 
recruitment from outside should never be made. What is 
to be emphasised here is only this much that the present 
employees should not be deprived of the opportunity of 
occupying higher ranks if they fulfil th-^  criteria and 
qualify for the positions. 
Criteria for Promotion; 
Whenever we talk of promotion one very important 
question arises as to v/hat should be the criteria for 
promotions ? Either seniority (length of service) or 
merit (ability or competence) or both. Trade unions 
generally try to argue in favour of seniority while manage-
ments lays down emphasis on competence. Trade unions think 
in terms of their membership as a whole. But for a new 
entrant this idea will be quite unfavourable. Because 
there is no incentive to improve his efficiency, if he 
gets no chance of promotion untill all those who are senior 
7 
to him, are promoted. 
In the second case when a b i l i t y or competence i s 
regardt^d as the so le c r i t e r i a for promotions as i t i s 
advocated by the management, s t i l l i t i s not without 
de fec t . For in such a s i t u a t i o n one v/ho has rendered 
se rv ices for a long'-r period of time, but unfor tunately 
7. Sen Gupte PJ.^  & Others, op. c i t , p-212. 
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i s not e f f i c i e n t enough to compete with o the r s , v/ i l l 
always be defeated and deprived of t h i s oppor tuni ty , 
i n s p i t e of the f a c t tha t he i s we l l acquainted with the 
firm and i t s a f f a i r s , though not very much comoetent in 
h i s j o b . Thus such person w i l l be f rus t r a t ed and h i s 
morale w i l l go dovm due t o lack of mot ivat ional fac tor 
and wi l l never to ab le to v; in the r a c e . 
Therefore, t o remove the defects and demerits of 
both the c r i t e r i a and t o pick up the meri ts and s t rength 
of both of then i t i s b e t t e r to adopt a l l the poss ib le 
ways for promoting d i f f e ren t ca tegor ies of employees. For 
example: only mer i t can be suggested as the sole c r i t e r i a n 
for promoting to managerial cadres and executive pos i t ions 
a t the upper middle and upper l eve l of h i e ra rch ie s while 
only s e n i o r i t y cr.n be suggested for lower and- lov/er-tniddle 
ca tegor ie s of employees and a combination of both i e mer i t -
cum-seniorty may be considered a s the c r i t e r i o n for the 
promotion of middle l eve l employees in the en t i r e h ierarchy 
as a whole. Besides t h i s a person e l i g i b l e for promotion 
must meet minimum q u a l i f i c a t i o n requirements. I t seems t o 
be reasonable enough t o bel ieve t h a t d i f f e ren t c r i t e r i a 
should be considered in ident i fy ing a p a r t i c u l a r employee 
whom h i s super iors feel i s the be s t qua l i f ied and s u i t a b l e for 
promotion, i f s e l ec t i on i s to be l o g i c a l and ca re fu l ly 
ind iv idua l i s ed , then such fac tors as meri torious se rv ice , 
dernonstrated a b i l i t y , o v e r - a l l p o t e n t i a l i t y a d ? p t a b i l i t y , 
experience, general va lue , t r a i n i n g , se l f improve .lent 
tendencies , length of serv ice . Personal preference, a t tendence. 
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and accident records should a l l e n t e r i n to the balance" 
Sen io r i ty : 
In common usages "length of se rv ice" i s generally-
meant by the term "Senior i ty" . I t i s ca lcu la ted as "the 
time elapsed s ince the employee's name f i r s t appeared 
on the payro l l , or i t may be measured as the number of 
9 
days of service s ince t h a t date'J But a more accura te 
and useful d e f i n i t i o n would seem to be the s t a t u s , r i g h t s 
and bene f i t s a t t a i n e d on the ba s i s of length of s e r v i c e . 
These benef i t s and r i g h t s may be c l a s s i f i e d in to two 
ca tegor ies : 
(a) Benefits or p r i v i l e g e s earned by an employee's length 
of se rv ice without reference to the length of se rv ice of 
o the r employees. Such as paid vaca t ions , s ick l eave , pension 
and increased wages under an automatic wage progress ion plan. 
(b) l i g h t s and bene f i t s which are determined by an employ-
e e ' s length of se rv ice r e l a t i v e to t h a t of other woricers, 
For ins tance , pro.Tiotions, t r a n s f e r s , claims to job in the 
ev^nt of lay-of fs and choice of s h i f t s . This category i s 
more re levant to present d i scuss ion . 
8. Arthur M. White H i l l , op. c i t . p-188. 
9, J a l e Yoder, op, c i t , p-305. 
10. Ar thur- r i i l l , op. c i t . pp-188-89. 
0 0 (J 
After defining and explaining the concept of s e n i o r i t y 
one quest ion s t i l l remains to be answered and t h a t i s : what 
i s to be the s en io r i t y un i t ? There a re various a l t e r n a t i v e s 
in se l ec t ing the most appropr ia te u n i t to democrate the 
s e n i o r i t y l i n e . I t may be companywide in mul t ip lan t e n t e r p r i s e 
or i t may cover an individual p l a n t . Both these u n i t s have a 
g rea t disadvantage of put t ing workers on the job wi th v;hich 
they are qui te unfami l ia r . I t may a l s o a d i v i s i o n a l u n i t , o r 
department or occupational group. Departmental or Divis ional 
u n i t s have been c r i t i c i s e d as " su t t ing out" highly q u a l i f i e d 
workers in one department, while the occupational u n i t check 
the mobi l i ty ^-/ithin the organ iza t ion . Thus each type of 
s e n i o r i t y i s having some or the o the r l i m i t a t i o n s , tlie 
so lu t ion of v/hich i s suggested in the following quo ta t ion . 
"To minimise disadvantages a r i s i n g out of s e n i o r i t y a r e a s , 
i t may be des i r ab le to e s t a b l i s h r e s t r i c t i v e r u l e s . For 
exarnple, companywide sen io r i ty may be appl ied t o a l l 
unsk i l l ed and seiniskil led jobs; departmental s e n i o r i t y 
may be applied to s k i l l e d job and occupational s e n i o r i t y 
11 
may be applied t o ce r t a in highly spec i a l i s ed c l a s s i f i c a t i o n s . 
MeritI Merit may be described as the a b i l i t y to perform a 
p a r t i c u l a r job ably and e f f i c i e n t l y . The q u a l i t i e s which 
are genera l ly required for e f f i c i e n t working include 
c o - o p e r a t i o n - i n i t i a t i v e , persona l i ty , exper ience, hp-alth, 
i n t e l l i g e n c e , indus t r iousness , knowledge of the job and 
1 1 . Richard p . Chalhoom, o p . c i t ; P-369. 
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12 potentiality for the development etc. Ths significance 
of merit for promotion is emphasized by the protestants 
ethic of individualism and competition - "may the best man 
win". 
Merit Rating : Mer i t r a t i ng i s the system of evaluat ing 
and maintaining the record of the a b i l i t i e s and personal 
c h a r a c t e r i s t i c s of an employee from time to t ime. I t i s , 
i n f ac t , an app ra i s a l of the r e l a t i v e worth of a man's service 
in h i s capac i ty . Mer i t r a t i n g i s "a systematic , pe r iod ic 
and so far as humanly poss ib l e , an Impart ia l r a t i n g of an 
employee's excel lence in mat te rs per ta in ing to h i s present 
14 job and t o h is p o t e n t i a l i t y for a b e t t e r j o b " . 
There are various methods of merit r a t ing , such as 
ranking, grading, man t o man comparision, c h e c k l i s t s , 
s e l ec t ion of c r i t i c a l inc iden t s and desc r ip t ive evaluat ion 
15 e t c . Whibh of these methods should be applied depends upon 
the convenience, a b i l i t y and s u i t a b i l i t y of the method to 
the r a t e r , so tha t he may very well judge the a b i l i t y of 
the persons . 
12. Michael J . Juc ius , Prrsonnel Management, Rrv, Sd, 
Richard D. Irv/in, I n c , 1951 p.235, As quoted by White-
Hi l l At-Arthun o p . c i t . , p .191 , 
13. Sen Gupta R.X. & Othr r s op .Ci t , p . 232, 
14. Edv/in B. Pl ippo, Personnel Management, M cGrav/ H i l l 
Book Company, I n c . , 196. 
15. For d e t a i l s p lease see techniques of Job Evaluation 
and Merit P.eting in chapter V paste on 
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Promotion policy : Though the same promotional policy 
formulated by Indian Refineries Ltd, under IOC is applicable 
to both Refineries Division and Product Pipelines Project^ 
but different refineries like Gauhati, Barauni, Gujrat, 
Haldia and Mathura the crude and product pipelines, the Head 
Office the Calcutta Office and the Bombay Office will normally 
treated as separate units, while the purchase and transport 
staffs are. attached to both the Refineries and Pipelines 
jiXVIs ions . 
The policy clearly envisages that before filling in 
any post in any unit, the management will first try to find 
out whether any of the existing employees is suitable to be 
promoted to the vacant post. The suitability will include 
the qualifications prescribed for the post and the merit 
required. The suitability will be examined and determined by 
a promotion committee. The committee will consist of three 
members, viz, 
(i) Representation of the Department concerned; 
(ii) Representative of Managing Direptor or General Manager; 
and 
(iii) Representative of Personnel Department nominated by 
Managing Director/General Manager. 
The power of final decision is vested in Managing 
Director or General Manager, If necessary they will take 
16, Promotional Policy, Indian Refineries Ltd, clause (1). 
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17 the approval of the Board of D i r e c t o r s . 
Even in case of a v a i l a b i l i t y of s u i t a b l e candidate in 
the department, management may decide t o f i l l up a p a r t i c u l a r 
post or percentage of posts through d i r e c t recru i tment in 
which the e x i s t i n g employees w i l l be e n t i t l e d t o compete with 
o thers , provided a general or spec i a l order i s made before 
hand. 
Promotions to the pos ts below Rs.700-1659 s c a l e , 
according t o the pol icy l a i d down, w i l l be made both on the 
bas i s of mer i t and s e n i o r i t y . For departmental candidates 
s e n i o r i t y w i l l be regarded only when he has worked en the 
next lower post for two years cr such, as may be prescr ibed 
by General or s p e c i a l order . So far as the promotions t o the 
pos ts in the s c a l e of Rs,700-1659 and above are concerned, 
they w i l l be made by s e l ec t i on e n t i r e l y on meri ts and 
18 Sen io r i t y w i l l no t be counted. 
The requirement of educat ional qua l i f i c a t i ons may be 
relaxed in case of departmental candidates i f i t i s 
19 compensated by s p e c i a l meri t or long experience. 
Thus i t i s obvious from the pronotional pol icy t h a t 
a l l the employees have been divided in to two broad groups 
for the promotion purposes and t h a t has been done on the 
17, Ib id , c lause (2 ) , 
18, Op .c i t , c lause (4-5) , 
19, Ib id-c(b) 
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b a s i s of pay sca le which, of course, i s an i n d i c a t o r of 
cadre a l s o . In non-supervisory cadre i . e . below the 
pay scale of Rs,700-1659 meri t -cum-senior i ty c r i t e r i a have 
been adopted while for supervisory and managerial cadre i . e . 
for the posts in the pay sca le of Rs.700-1659 or Rs.lOSO-
2110 and above only mer i t c r i t e r i o n is in p r a c t i c e . 
promotions to the posts in Grade 'A' ( sca le of pay 
Rs.1050-2110 paid t o Personnel/Administrat ion Off icer , 
Process /Produc t ion /Mechanica l /E lec t r ica l / Ins t rumenta t ion / 
C i v i l Engineer/Material Officer/Accounts Officer) w i l l be 
l imi ted to the ex t en t of 50% of t h e vacancies occuring in 
a calender year . The other 50% wi l l normally be f i l l e d by 
d i r e c t recru i tment . 
Officers in Grades 'A* and ' B ' (Pay Scales Rs.1050-
2 l l0 and Rs.1360-2400) must have worked in t h e i r r e spec t ive 
grades for t h r e e years to qualify for promotion t o the next 
higher grade . For an example, i f an o f f i c e r in Grade 'B* 
is appointed/promoted on 1st May, 1988 he would qual i fy 
for promotion only a f t e r 31st December, 1991. Promotion 
of employees t o grade 'A' and above w i l l be made by se lec t ion 
on mer i t . 
Promotions to Grade 'B' and ' C wi l l be regula ted 
on the following b a s i s . 
There w i l l be two channels of promotion, one v.'ith 
emphasis on mer i t ( f i r s t channel) and the other v/ith 
22o 
emphasis on s e n i o r i t y (second channel).Bromotions in the 
two channels w i l l be in the following proportion subjec t to 
s a t i s f a c t o r y performance during the period of th ree yea r s , 
the per iod under reviev/. 
First 
Channel 
70% 
75% 
Second 
Channel 
30% 
25% 
From Grade 'A' to 'B ' 
From Grade 'B ' to ' C 
There are no such c l a s s i f i c a t i o n s as middle upper 
and upper leve ls of hierarchy on which promotions may be 
made ent i r e l y on mer i t , middle l e v e l where merit-cum-
s e n i o r i t y can be appl ied and lower an lower-middle cadres 
in which promotions may be given only on s e n i o r i t y ground. 
Considering the number, va r i e ty and nature of jobs in the 
indus t ry l ike r e f ine ry th i s was q u i t e feas ib le as wel l as 
l o g i c a l to ca tegor i se the jobs and pos i t ions i n to three t o 
f ive ca tegor ies t o make room for the app l ica t ion of v;ell 
accepted norms and c r i t e r i a for promotions as concluded 
e a r l i e r a f t e r a g rea t deal of d i scuss ion . This i s a l s o 
advisable to overcome the con t rovers i a l problem of promotion 
c r i t e r i a v/nich was d i f f e ren t ly advocated by the management 
on one s ide and the t rade unions on the o the r . The c r i t e r i a , 
as 3-aid down in the promotional po l i cy , has obviously given 
g r e a t e r weightage to the management's points of view than 
to tiiosfj of t r ade unions. This assumes more importance v;hen 
22o 
we find tha t though meri t has been given considerable s i g n i -
f icance for a l l promotions there i s no spec i f ic formula to 
determine thr n e r i t of the employ^^es and no s c i e n t i f i c 
techniques of mer i t measurenent have yet been appl ied in the 
r e f i n e r i e s . Even in Cochin Refinery Ltd. (CRL) s c i e n t i f i c 
techniques of merit r a t i n g have not ye t been fu l ly observed 
though t h i s un i t in the opinion of the author is some v;hat 
more s c i e n t i f i c a l l y managed than any other r e f i n i n g and in 
the coi.mitrY, The management decides the problem of ho\r much 
mer i tor ious the candidates a r e , only on the b a s i s of t h e i r 
p a s t performance, q u a l i f i c a t i o n s , l eadersh ip q u a l i t i e s e t c . 
The promotions a r e based on the evaluat ion of the "Promotion 
COTnmittee" and the candidates for non-supervisory pos ts are 
evaluated with reference to the following f a c t o r s : 
1, Senior i ty on p resen t job (4V2 points per year of 
se rv ice in the cxurrent grade sx±>ject to a maximum 
of 45 points) , 
2, Qua l i f i ca t ions and experience requi red for t h e job 
(maximxim 12 points) , 
3 , Knowledge of the new job (maximum 10 p o i n t s ) . 
4 , p o t e n t i a l t o move up (maximum 10 p o i n t s ) , 
5, Review bf the l a t e s t a p p r a i s a l form (maximum 10 points) 
6, Ccmmunication s k i l l (maximum 7 p o i n t s ) , 
7, Health/Attendance (maximum 6 p o i n t s ) , 
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Cons ider ing a l l t h e s e f a c t o r s in t h e i r e n t i r e i y 
d e c i s i o n i s t aken by the commit tee . This d e c i s i o n i s 
s u b j e c t t o the review and app rova l of Ref ine ry Manager / 
Managing D i r e c t o r , 
An employee aggr ieved of t h e promotion d e c i s i o n has 
t h e r i g h t of r e p r e s e n t a t i o n t o the management. Such 
r e p r e s e n t a t i o n should be in b l ack and w h i t e . A f t e r a 
r e p r e s e n t a t i o n i s r e c e i v e d from an employee, t h e g r i e v a n c e 
i s c a r e f u l l y examined and the employee i s r e p o r t e d w i t h i n 
a two weeks t i m e . 
I f t he employee so d e s i r e s , he may seek the a s s i s t a n c e 
of a f e l l o w worker t o r e p r e s e n t such g r i e v a n c e and s h a l l 
fo l low the g r i e v a n c e procedure l a i d down i n t h e s t a n d i n g 
o r d e r s , 
JOINT CONSULTATION 
The concept of j o i n t c o n s u l t a t i o n p o p u l a r l y known as 
w o r k e r ' s p a r t i c i p a t i o n in management, deno tes t h e i dea t h a t 
t h e v7orkers r e p r e s e n t a t i v e s a r e a l lowed t o e x p r e s s t h e i r 
o p i n i o n in d e c i s i o n making r e g a r d i n g t h o s e m a t t e r s which 
e f f e c t them e i t h e r d i r e c t l y o r i n d i r e c t l y . This t r e n d has 
been s t r e n g t h e n e d by grov/ing a c c e p t a n c e of v;hat i s u s u a l l y 
c a l l e d as a p a r t i c i p a t i v e r a t h e r t han a u t h o r i t a t i v e a t t i t u d e 
o 9 T 
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for managers and superv i so r s . The pxarpose of consu l t ing 
them in decis ion making process, in areas in which they are 
expected t o be competent enough, is to r a i s e t h e i r morale, 
make them fee l d ign i f ied , have psychological s a t i s f a c t i o n , 
improve i n d u s t r i a l r e l a t i o n s and seek employees* a c t i v e 
p a r t i c i p a t i o n and co-operation in achieving common goals 
of the e n t e r p r i s e . That i s why, the suppor ters of the p a r t i -
c i pa t i on schemes argue tha t p a r t i c i p a t i o n i s no t only 
morally sound, r a t h e r i t reduces a l i e n a t i o n , r a i s e s morale 
and p roduc t i v i t y , and improves union-management r e l a t i o n s . 
Genera l iza t ion about these schemes, in p r a c t i c e , i s d i f f i c u l t . 
3y and la rge , t h e i r main impact seems t o be in the area of 
21 labour management r e l a t i o n s . 
The v;orking organiza t ions , recogni t ion and s t a t u s a re 
c lo se ly r e l a t e d t o oppor tuni t ies for expression and spec ia l ly 
for p a r t i c i p a t i o n in decision making. Hence, workers behaviour 
may be g r e a t l y influenced by the presence of oppor tun i t i e s 
for p a r t i c i p a t i o n and consu l t a t ion . I t a l so serves the purpose 
of exchanging views and informations and helps in promoting 
communication among various sect ions and layers of the 
organiza t ion as wel l as between labour and management. These 
^ re the reasons t h a t the schemes of workers p a r t i c i p a t i o n 
and j o i n t consul ta t ion are now widely accepted and t h e i r 
20. Dale Yoder, o p . c i t . p . 4 9 . 
2 1 . George Strauss and Leonard R. Sayles , o p . c i t . p .647 . 
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importance a r e increas ing ly r e a l i s e d by the management. 
Such schemes have received r e l a t i v e l y l i t t l e a t t e n t i o n 
in the United S ta tes and Canada, However, Yogoslavian p lan t s 
in theory, are run by the workers themselves, through 
e lec ted work counc i l s , which make general pol icy and have 
r i g h t t o h i r e and f i r e the p lan t manager. German Coal and 
S t e e l Companies operate under "Co-dermination" in which 
sea t s on the "supervisory boards" roughly equ iva l en t t o the 
board of d i r e c t o r s a r e f i l l e d hal f by employees r e p r e s e n t a -
t i v e s and the o the r ha l f of management r e p r e s e n t a t i v e s . 
J o i n t consul ta t ion Committees often ca l l ed work counci ls 
or production committees have been es tab l i shed in companies 
in Sweden, Norway, Br i t a in and France e t c . 
In India a l so t h i s scheme has been implemented in 
s e v e r a l aspects of management ope ra t i ons . Ih is has been 
done through various councils and committees under d i f f e r e n t 
names. Among them Works Committee i s very much popular 
regarding whose cons t i tu t ion some s t a t u t o r y provis ions have 
a l s o been made under the I n d u s t r i a l Disputes Act, 1947, 
According to Sec. 3(L)(2) of the Act i t i s ob l iga to ry on 
the p a r t of the management of such es tabl ishment , v/hich are 
employing ICO or more v;orkers, t o c o n s t i t u t e a works committee 
comprising the equal number of r ep r e sen t a t i ve s of both 
management and employees. Another such types of examples 
for labour management consu l t a t ive machinery are j o i n t 
Tianagement councils and worker-Director Schemes, though they 
are not s t a t u t o r y in nature as in case of works canmi t tees . 
h few other schemes such as shop councils and p lan t counci ls 
have a l so been introduced during the course of emergency in 
Tiid-seventies, in I n d i a . 
Jo in t Consul ta t ion and Workers' Pa r t i c ipa t ion Pol icy in 
Ref iner ies : 
All the u n i t s of Indian o i l Refining industry do b e l i v e 
in p a r t i c i p a t i o n pol icy and they have provided oppor tun i t i e s 
t o t h e i r workmen t o express t h e i r views and even p a r t i c i p a t e 
in decision making. Such oppor tuni t ies have been given to 
them in r e l a t i o n to d i f f e ren t mat te rs . This has been done 
through d i f f e r en t schemes and cons t i tu t ion of various 
committees, Ihough a l l the uni ts do not have a l l types of 
committees and c o u n c i l s . Popular among them are v/orks 
committees and grievance committees which are s t a t u t o r y 
in nature and hence can be found in a l l the un i t s without 
f a i l . 
( i ) Works Committees; In a l l the r e f ine r i e s works committees 
have been s e t up under sect ion 3(1)(2) of the I-D. Act, 1947 
and the r u l e s framed by the s t a t e governments there under. 
The bas ic ob jec t ive of the committees i s " to promote measures 
for securing and oreserving amity and good r e l a t i o n s between 
u ox 
the employer and the workmen and to t h a t end t o comment upon 
mat te rs of t h e i r common i n t e r e s t or concern and endeavour 
t o compose of any ma te r i a l d i f ference of opinion in r e spec t 
of such m a t t e r s " . The represen ta t ives of the workmen (whose 
number s h a l l not be l e s s than the number of r ep r e sen t a t i ve s 
of the management) a r e t o be chosen from amongst the workmen 
in the es tabl ishment and in consu l ta t ion with t h e i r r eg i s t e r ed 
t r ade union, i f any. The ac tua l number of the members on 
works committees v a r i e s from organiza t ion to organiza t ion 
b u t the number of r ep re sen ta t ives from both the s i d e s a r e 
invar iab ly equa l . For example according t o tJie c o n s t i t u t i o n 
of W.C. in Barauni and other units the Committee c o n s i s t s of 
8 or more monbers having equal r ep re sen ta t ives of both 
management and workmen. Vihile in Cochin Refinery Ltd. (CRL) 
the committee c o n s i s t s of 14 members with equal r ep resen ta t ion 
of the workmen and the employer. The Office bea re r s include 
Chairman, Vice Chairman, Secretary and J o i n t S e c r e t a r y . All 
of them are e lec ted by the members of the committee in Cochin 
Refinery Ltd. (CRL) v;hile in Barauni and other un i t s i t has 
been spec i f i ed by the cons t i t u t ion of the works committee t ha t 
the Chairman and Secretary w i l l be from management s ide and 
the Vice-chairman and J o i n t Secretary from workers s i d e . The 
terms of off ice of the vrorkmen's r ep r e sen t a t i ve s i s genera l ly 
of two y e a r s . If any rep resen ta t ive from v;orkmen's s ide 
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ceases t o be a worker on the shop f loor or remains absent 
consecut ively in th ree meetings or so without t he perndssion 
of the Chairman or the Vice-Chairman in the absence of the 
former, wi l l be replaced by another v;orker. 
The quorum and procedure for the meetings have a l s o 
been l a id down. At leas t one t h i r d members from each s ide 
must be present t o complete t h e i r quorum and a t l e a s t one 
meeting in a month mixst be he ld . The compromising formula 
for any dif ference i s to be evolved through mutual agreements 
and decis ions a re t o be a r r ived a t , o r d i n a r i l y , within a 
period of f i f t een days. 
Generally the works Committee have t o deal with the 
fo l lc / ' ing ma t t e r s : 
( i ) Working condi t ions such as v e n t i l a t i o n , temperature , 
l i g h t i n g , s a n i t a t i o n , t o i l e t s e t c . 
( i i ) Amenities l i k e drinking water, canteens, d in ing rooms 
r e s t rooms as well as medical and hea l th s e r v i c e s . 
( i i i ) Safety and preventions of acc idents as wel l as 
occupational d i sease . 
(iv) Adjust-nent of f e s t i v a l and n a t i o n a l ho l idays , i t w i l l 
a l s o discuss the problems r e l a t e d to a l l welfare 
amenit ies and employee se rv ices m a t t e r s . Implementation 
of the dec is ions arr ived a t the meetings of the v/orks 
committee i s a l so one of the functions of the committee. 
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The works committee has no r i g h t t o take any decis ion 
i ncons i s t en t v;ith any agreement between management and 
r e g i s t e r e d t r ade union or agains t any order of p r o v i n c i a l 
government enforcing the recommendations of the l abour cour t , 
or the award of a cour t or t r i b u n a l or any se t t l ement reached 
in course of c o n c i l i a t i o n proceedings under the I n d u s t r i a l 
Dispute Act, 1947. 
There a re c e r t a i n other mat ters which l i e ou t s ide the 
pxirview of the works committee and i t has no power t o deal 
with such m a t t e r s . They are wage and allowances, bonus and 
p r o f i t sharing schemes; r a t i o n a l i s a t i o n and f i x a t i o n of 
work load; f ixa t ion of s tandard labour force; planning and 
development programme, retrenchment and lay off; i ncen t ive 
schemes; provident fund; g ra tu i ty and o the r r e t i r i n g b e n e f i t s ; 
quantum of leave and na t iona l as well as f e s t i v a l ho l idays ; 
and v i c t im i sa t i on for trade union a c t i v i t i e s a r e a l s o no t 
to be discussed in the meetings of the v/orks committees. 
The f indings and observat ions of NCL regarding the 
working of works ccHtunittees, in genera l , a re mostly t r u e 
in case of those committees in o i l re f in ing \ ini ts as we l l . 
Reasons such as advisory nature of the recommendations, 
vagueness of t h e i r scope and functions and indeterminate 
area of operat ion and overlaping of power and func t ions , 
union opposi t ion, an t ipa thy and re luc tance both on the p a r t 
of workers and employers t o make use of them mean ingfu l ly 
have been r e s p o n s i b l e fo r t h e i r f a i l u r e and i n e f f e c t i v e n e s s . 
Bes ides works committees^ many o t h e r j o i n t committees 
have a l s o been found in d i f f e r e n t r e f i n e r i e s which a r e based 
on t h e p r i n c i p l e s of j o i n t c o n s u l t a t i o n . 
( i i ) Gr ievance CCTnmittee; This i s a l s o a j o i n t committee 
c o n s t i t u t e d fo r t h e purpose of de l ib f^ ra t ion on t h e g r i evances 
of t h e employees w i th t h e o b j e c t i v e of a t t a i n i n g a mu tua l l y 
s a t i s f a c t o r y r e d r e s s a l of t h e g r i e v a n c e s . According t o t h e 
g r i e v a n c e p rocedure a g r i e v a n c e i s p r e s e n t e d b e f o r e the 
g r i e v a n c e committee only i f the agg r i eved person i s no t 
s a t i s f i e d wi th the r e p l y of h i s immediate s u p e r v i s o r or 
d e p a r t m e n t a l head t o whom he complains i n t h e f i r s t and the 
second s t a g e s r e s p e c t i v e l y . The g r i e v a n c e committee c o n s i s t s 
of 4 members of whom 2 a r e nominated by the management and 
remain ing two by the t r a d e un ion . P e r s o n n e l o f f i c e r a c t s a s 
t h e S e c r e t a r y of the committee and p l a y s an a d v i s o r y r o l e . 
The committee hss t o make i t s reconmendat ion r e g a r d i n g t h e 
g r i e v a n c e t o the Genera l Manager/Refinery Manager w i t h i n a 
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s p e c i f i e d pe r iod of t i m e , 
( i i i ) Sa fe ty Committee : The s a f e t y committees have a l s o 
b e e n c o n s t i t u t e d in t h e r e f i n e r i e s v/ith a view t o c o n s i d e r 
t h e causes of a c c i d e n t s , p o i n t out t h e p o s s i b l e dangers and 
2 2 , For g r e a t e r d e t a i l s see Grievance Procedure" a n t e on 
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suggest ways and means for t h e i r prevent ion. These committees 
a re a l s o based on the p r inc ip l e s of j o i n t consu l t a t ion and 
mutual cooperat ion. They have been formed a t d i f f e r e n t 
l eve l s such as d iv i s ion , department and p l a n t l eve l s and 
c o n s i s t the irepresentat ives of both the workers and the 
management. 
(iv) Canteen Committee : Ih is corunittee i s a l s o comprised 
of the r ep resen ta t ives of both the s i d e s , management and 
workers . Generally i t cons i s t s of 4 members. They a r e t o 
dea l with the problems r e l a t ed to the canteen in the premises 
of the r e f ine ry , i t s management, menu and ireasonableness of 
charges e t c . They have a l so t o see whether prepara t ion of 
items i s according t o the spec i f i ca t i ons agreed upon. 
(v) Provident Fund Committee : The Provident Fund Committee 
a l s o has some workers r ep r e sen t a t i ve s to examine the authen-
t i c i t y and ver i fy the occasions mentioned by the employee to 
draw the amount from the fund. 
(vi) Welfare Committee; The functions of t h i s corrmittee is 
to take i n t o account the amenit ies provided by the management 
of the ref inery t o the workers. I t examines the requirements 
and a v a i l a b i l i t y and thus t r i e s to find out the gap between 
required arxi ex i s t i ng f a c i l i t i e s . Thereafter t e s t s f e a s i b i l i t y 
condit ions and endeavours for b e t t e r p rov i s ions . 
( v i i ) House Allotment Cpnunittee : This cortmlttee i s 
c o n s t i t u t e d t o see t h a t th^ qua r t e r a re a l l o t e d t o those 
employees who are most needy and a l s o f u l f i l l the o the r 
c r i t e r i a for al lotment according to the procedure. Since 
the nximber of employees i s more than the number ©f houses 
in almost a l l the r e f i n e r i e s , the purpose of the committee 
i s to check any types of bungling and unfa i r p r a c t i c e s in 
the house al lotment process . This committee a l s o has two 
members from management side and two other from v;orkers' 
s ide with v/elfare of f icer as i t s ex -o f f i c io Chairman, 
Apart from them medical b e n e f i t plan committee and 
Recreation Clxjb committee of j o i n t nature have a l s o been 
observed working in some r e f i n e r i e s . 
Though the exis tence of a l l these committees shows 
t h a t ample oppor tuni t ies for j o int consu l ta t ion and v/orkers' 
p a r t i c i p a t i o n have been given t o t he workers and provides 
Su f f i c i en t proof of management' f a i t h in j o i n t consu l ta t ion 
as well as keenness to c rea te an atmosphere of mutual co-
ope ra t ion . But mere existence of any thing is not a guarantee 
by i t s e l f t h a t i t w i l l serve the purpose of i t s being unless 
the th ings a re -pu t in to p rac t i ce both in l e t t e r s and in i t s 
t r u e s p i r i t s , i t has been general ly observed t h a t the meetings 
of the committees are not held properly and according to 
the schedule due to absence and negl igence on the p a r t of 
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the members. I t seems as i f the committees have been formed 
only on paper, some times t o discharge ob l iga t ions and some 
times j u s t to have a fa l se s a t i s f a c t i o n t h a t we do promote 
the idea of j o i n t consul ta t ion and have such and such worker 
management agencies to look in to d i f f e r e n t problems of the 
workers in the organ iza t ion . This i s only due t o the 
reason tha t ne i the r management nor workers r e a l i s e t h e i r r ea l 
importance i n s p i t e of the fac t t h a t they a re very useful 
and can help to a considerable ex ten t in eleminating the 
causes of con f l i c t and thus e s t a b l i s h i n g and maintaining 
good employer-employee r e l a t i o n s . Therefore, i t i s necessary 
t o take f u l l i n t e r e s t s and make them meaningful. 
Secondly i t has a l so been found t h a t the functions 
and powers of the various j o i n t committees are not v/ell 
def ined. Duplication of functions and over- laping of powers 
have been foiand t o be corrmon phenomenon and i s sues for 
general complaints, for example the functions which can 
be eas i ly performed by the various committees such a s 
sa fe ty , canteen and welfare committees i nd iv idua l l y and 
separa te ly have a l s o been assigned t o the v;orks committee 
c o l l e c t i v e l y and j o i n t l y . Thus the v;ork-load on works 
committee has become excessively heavy, causing s t r a i n and 
unnecessary delay in the d isposal of the matters under 
cons idera t ion . Therefore, i t seems qu i t e apt t o advise 
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here t h a t the work load of the works committee may be reduced 
by completely separa t ing the mat te r s and ass igning them 
exclus ively to those committees which have been cons t i t u t ed 
s p e c i f i c a l l y for those purposes and funct ions . 
J o i n t Management Council and Workers Direc tor Scheme: 
The scheme of j o i n t management counci l v/as adopted by 
the Government of India for the f i r s t time in i t s I n d u s t r i a l 
Policy Resolution of 1956, The pol icy reso lu t ion observed 
t h a t "in a s o c i a l i s t i c democracy, labour i s a pa r tne r in the 
common task of development and should p a r t i c i p a t e in i t with 
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enthuasiasm". This scheme v/as implemented by the Government 
in 1957 in a considerable number of business organiza t ions in 
public as well as p r iva te s e c t o r s . But t i l l now i t could not 
get any place in o i l r e f in ing indus t ry . S imi la r ly worker 
d i r e c t o r scheme, which implies t h a t workers ' r ep re sen ta t i ve 
v/ i l l a l s o be included in the Board of Di rec to rs , has a l so not 
y^ t been implemented in the indus t ry though i t was implemented 
in the public sec tor p l an t s as e a r l y as in November, 19 71, 
Thus i t becom^^s obvious t h a t in o i l r e f in ing industry 
the pol icy of workers' p a r t i c i p a t i o n in management or j o i n t 
23, Second Five Year Plan p .49, 
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consultation ia confined only upto certain committees and 
functions a t the lower levels and the workers have not been 
given an opportunity to become members of any higher level 
body l ike JMC or Board of Directors and contribute to any 
s t ra teg ic decision. This i s a fact t ha t neither the scheme 
of j o i n t management council nor tha t of worker director has 
been successful in India due to obvious reasons and they 
could not serve the purpose for which they have been contem-
plated, s t i l l i t can be safely said that they can psycho-
logical Satisfaction among the workers and a sense of 
recognition by the management which may ultimately foster 
good industr ia l relat ions in the organizations. Yet the 
introduction of such schemes can be suggested only with 
the advice of prior fulfilment of certain conditions which 
are supposed to be necessary for t he i r successful implemen-
t a t i o n . 
The schemes have been c r i t i c i sed on various grounds 
l ike inefficiency on the part of the workers to take active 
part in the meetings of the ccxrenittees/counciIs/board e t c . 
This is because they are not acquainted with and well 
versed in most of the matters to be discussed and decided 
the re . Lack of education, lack of sense of respons ib i l i ty , 
absence of s incer i ty of purpose, unconsciousness as to 
t he i r r igh t and responsibi l i t ies are some other common 
reasons which have been responsible for t he i r fa i lure in 
general . Hence v/hile thinking for the improvement of already 
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implemented schemes or implementing new schemes these common 
problems are t o be looked in to and proper f a c i l i t i e s should 
be provided as well as ample e f f o r t s should be put in so t h a t 
a viable solut ion of the p a r t i c i p a t i o n problem may be 
sor ted out . 
An assessment. 
There can not be two opinion with regard t o the 
u t i l i t y and usefulness of standing o rde r s , ru l e s of d i s c i p l i n e 
and d i sc ip l ina ry procedure and a c t i o n s , grievance procedure 
t rade unioi a c t i v i t y and c o l l e c t i v e bargain ing, j o i n t 
consul ta t ion as well as a wel l -def ined prcxnotional po l icy , 
Cl'^ar cut determination of var ious terms and condi t ions of 
se rv ice wi l l not only help in e l imina t ing d i f ferences betv/een 
management and employees bu t i t w i l l a l so help in e s t a b l i -
shing and maintaining good i n d u s t r i a l r e l a t i o n s within the 
organ iza t ions . This can be obtained through mutual under-
standing and v/hole hear ted coopera t ions . Mere l e g i s l a t i o n 
and framing of ru l e s and r egu la t ions w i l l not serve the 
purpose unless the employer and the employe-^s both co-operate 
v;ith each other to make them meaningful. 
I t has often been said t h a t the r a t e of c e r t i f i c a t i o n 
of standing orders , framing the ru le s of d i s c i p l i n e and 
d i s c i p l i n a r y ac t ions and s e t t i n g up procedure for the 
immediate r edressa l of grievances have been much slow. Even 
the organizations which have gone for these th ings , to which 
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ref iner ies are also not an exception, do not r ea l i s e t he i r 
importance. Neither the employers nor the employees try to 
follow them in t he i r true s p i r i t . This is sometimes due 
par t ly to wil lful negligence of both the par t ies and part ly 
because of ignorance on the part of the workers. Hence i t 
is worthwhile suggestion that such an educative approach 
should be adopted that every individual worker may very 
well know his r ights and respons ib i l i t i es and both of them 
be careful of their obligations, 
Ihe need for an englightened, strong and t ru ly 
representative trade union making i t feasible to negotiate 
and bargain with the management and come to an agreement 
on crucia l issues can hardly be overemphasised. Fortunately 
or unfortunately most of the re f iner ies have mul t ip l ic i ty 
of unions, but s t i l l on conmon and v i t a l issues they have 
concensus of opinion and these recognised trade unions have 
made i t feasible to have certain col lect ive agreements 
signed with the management on establishment, company or 
corporation bas is . 
Almost a l l refineries in the country have, no doubt, 
some promotional policy specifying c r i t e r i a for promotions, 
Seniority-cum-merit or only merit are popular c r i t e r i a but 
t h e i r fa i r application is rarely found. No, s c i e n t i f i c 
techniques of merit-rating are applied anywhere. Mostly 
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sxibjective approach of performance evaluat ion a re in 
p r a c t i c e . I t genera l ly depends on two fac tors pe r sona l 
assessment of t he o f f i ce r s and members of the promotion 
committee, where chances of creeping in personal b i a s and 
pre judices e i t h e r favourably or unfavourably a re g r e a t e r . 
Halo ef fec t in many assessment process can hard ly be 
e l imina ted . Thus p o s s i b i l i t y of d i s s a t i s f a c t i o n as compared 
to s a t i s f a c t i o n i s a l so g r ea t e r . These a r e the reasons why 
promotions have been found to be one of the major causes of 
i n d u s t r i a l d isputes in Indian i n d u s t r i e s to which o i l 
r e f in ing industry i s not an exception. And t h i s i s a l s o v/hy 
t r a d e vinions emphasize on s e n i o r i t y c r i t e r i a only. I t may be 
suggested tha t both employer and employees should be open 
minded, f a i r and honest and they should apply f a i r p r a c t i c e s 
and co-operate with each o ther . The management should review 
i t s p r a c t i c e s , find out shortcomings and t r y t o remove them 
as fa r as p rac t i cab le and humanly poss ib l e . 
The term V/.P.:../ j o i n t consu l ta t ion i s becoming increa-
s ingly important day by day. A considerable nxmber of j o i n t 
committees and councils are taking o lace . Ref iner ies in 
Ind ia a l s o have taken many steps to implement such schemes. 
But successful implementation of these schemps a re s t i l l 
a Question. 
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The basic reasons behind t he i r fa i lure are lack of 
conscioiisness, s incerei ty of purpose, ignorance on the part 
of workers and so on so forth, Kence i t i s worth while for 
suggestion that the par t ies in par t ic ipa t ive management 
schemes should take ample in te res t in the matter. 
CHAPTER - V 
WAGE St SALARY ADMINISTRATION 
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CHApTER-V 
WAGE AND SALABY AEMINISTRATION 
wage and s a l a r y adminis trat ion i s one of the most 
important operat ive funct ions of personnel management. This 
concerns with the problem of how much the employees are t o 
be pa id in return of t h e i r s e r v i c e s rendered to t h e organ i -
z a t i o n . The s o l u t i o n of which genera l ly l i e s on the thorough 
a n a l y s i s of a l l those fac tors which a f f e c t such remunerations. 
Though some recent surveys on ' job s a t i s f a c t i o n * and employee 
morale 'conducted in the U«S.A« and the U.K. have revea led 
that wages and s a l a r i e s have got f i f t h or s i x t h rank on the 
s c a l e of Job s a t i s f a c t i o n and thus tended to minimise the 
importance of monetary income t o employees, n e v e r t h e l e s s , 
i t i s contended t h a t coopensation in one form or the o ther 
i s c e r t a i n l y one of the main sources of motivation and Job 
s a t i s f a c t i o n in a l l the under-developed as a l s o in developing 
countr i e s l i k e India where workers are very low pa id and 
the c o s t of l i v i n g i s very h igh . 
Many employers b e l i e v e that workers are g e n e r a l l y 
i n t e r e s t e d i n t h e s i z e of t h e i r pay-cheques /packets . I f a 
person i s asked why does he work, the chances are t h a t h i s 
reply w i l l be t o make money. Wages may or may not be s o 
important in the U.K. and the U.S.A. and other i n d u s t r i a l l y 
advanced and economical ly sound c o u n t r i e s but the f a c t 
reminds unchanged t h a t people r e s i s t to be underpaid. Good 
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wages have often been emphasized as vital to and key 
element for satisfactory personnel relations. Low wages, 
on the other hand, have often been resulting into low 
standard of living, low satisfaction^low morale, and 
conflicting sitiiations. The history of industrial relations 
in India clearly indicates that econcxnic causes have been 
responsible for most of the strikes and industrial disputes 
in the country. Therefore, a sound wage and salary policy 
is an essential part and key to the success of any personnel 
programme and wage and salary administration is a vital 
function of personnel management. This is true not only in 
case of oil refining Injdnstry but it is equally true for 
all industries and all sectors rather for the entire economy 
as a whole. It is, therefore, proposed to have a separate 
chapter for its full length discussions. In this chapter 
different aspects of wage and Salary policy as well as 
administration will be discussed. This will Include the 
concepts, types, factors affecting and the methods for 
determining the wages and salary. Fringe benefits and 
various Incentive plans will also be covered. A clinical 
analysis of the actual problem under study i.e. wage 
policy and wage and salary administration with respect to 
oil refining industry in India will be done in the back-
ground of a conceptual and theoretical framework, 
CONCEPT OF WAGE AND SAIARY 
Wage means the remvineration paid for the s e r v i c e of 
labour in product ion . I t I s the payment made by the employers 
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for the e f f o r t s put i n by the workers in product ion. This 
d e f i n i t i o n i s very narrow because only those remunerations, 
according to idiis approach^ may be considered as wages which 
are paid in return of the s e r v i c e s performed in production 
proces se s . Thtus the remuneration pa id t o the persons engaged 
in o f f i c e s or anywhere e l s e in non-productive t a s k s w i l l not 
be included in t h i s d e f i n i t i o n . 
A more comprehensive meaning of wage may be one 
according to which " a l l remunerations capable of be ing 
expressed in terms of money, which would, under the terms 
of the contract of employment, be payable t o a person 
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employed or for work done in such employment. 
This d e f i n i t i o n i s , no doxjbt, more comprehensive but 
i t i s a l s o not without l i m i t a t i o n s . Wage given in kinds 
s p e c i a l l y t o tiie a g r i c u l t u r a l workers w i l l be excluded from 
the purview of t h i s wage concept . While wage should include 
earnings* i r r e s p e c t i v e of the f a c t whether i t i s paid in 
cash or kind. In case of i n d u s t r i a l workers a l s o there are 
c e r t a i n f a c i l i t i e s and p r i v i l e g e s which, though do not 
add to the money wages of the workmen, d e f i n i t e l y contr ibute 
t o t h e i r r e a l income. 
1, Saxena, R.C, o p . c i t . , p.512 
2 . Ib id , p .512 . 
Alford and Beatty have def ined wages as "the aggregate 
earnings of an employee f o r a g iven p e r i o d o f time such as a 
day or a week, and are equal t o the product of an hourly rate 
t imes the nuirtoer of hours, or the product of a p i ece r a t e 
t imes the number of p i e c e s , plus any premiv&n or bonuses 
earned". While "Salary" according t o the same authors "is 
compensation t o an employee f o r persona l s e r v i c e s rendered 
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on a weekly, monthly or annual b a s i s " . This d e f i n i t i o n has 
two d i s t i n c t i v e f e a t u r e s . F i r s t l y , i t inc ludes premiums and 
bonuses in the wages, whi le in genera l p r a c t i c e s they conae 
under incent ive plans and they do not form a par t of the 
wages . Secondly, they have d i s t ing t i i shed between wages and 
s a l a r y . 
Amine, Ritchey and Hxilley have a l s o d i f f e r e n t i a t e d 
between wages and s a l a r y . According t o them wages r e f e r t o 
hourly paid employees who are en^loyed on non-supervisory 
jobs while s a l a r i e s are ttie "sums pa id t o non-hourly rated 
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employees". They have a l s o included bonus commissions and 
any other form of monetary payment in wages . But i n t h i s 
t e x t for the sake of s i n ^ l i c i t y and a l s o t o have a c l e a r 
understanding such types of a d d i t i o n a l payments w i l l be 
excluded from the concept of wages and sa lary and w i l l be 
d i scussed under f i n a n c i a l b e n e f i t s and i n c e n t i v e p lans a t 
3 . Alford & Beat ty , o p . c i t . , p p . 6 5 0 - 6 5 1 . 
4 . Amrine H,T., H . R , Ritchey John A. and Hulley O l i v e r s . 
Manufacturing organizat ion and Management, PHI, 1957, 
p .388 . 
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a l a t e r s t a g e . 
Further i n t h i s t e x t wage and s a l a r y w i l l be used 
synoniwously and interchangeably. 
TYPES OF WAGES 
Primarily wages can be c l a s s i f i e d i n t o two a s nominal 
and r e a l wages. 
(a) NOMINAL WAGES; The sum of money paid by the employer to 
the worker weekly or monthly on the b a s i s of t ime , p i e c e or 
j o b , i s termed as nominal or money wage. Thus"nominal wages 
5 
are wages paid or rece ived i n terms of money". 
(b) REAL WAGES; The r e a l wages are the purchasing power of 
money o r the nominal wage i . e . quant i ty or q u a l i t y of goods 
and s e r v i c e s which can be obtained with that money. I t a l s o 
i n c l u d e s a l l other f i n a n c i a l and n o n - f i n a n c i a l b e n e f i t s l i k e 
f ree -hous ing , cheaper ra t ion , bonus, overtime and other 
a l lowances , condi t ions of work and employment e t c . 
With re ference to t h e i r s o c i a l purposes wages can a l s o 
be c l a s s i f i e d i n t o three types , v i z . minimum wage, l i v i n g 
wage and f a i r wage. 
(a) MINIMUM WAGE; This has been de f ined a s "the wage which 
prov ides not only for bare sxibsistence of l i f e , but something 
5 . Bhatia J . N . , Labour Relat ions and Humanities^ New Asian 
Publ i sher , Delhi 19 63, p .60 . 
6. I b i d , p . 6 0 . 
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more than that" . Here "bare s u b s i s t e n c e i n c l u d e s food, 
c l o t h and s h e l t e r whi le "something more** means something 
f o r the preservat ion of e f f i c i e n c y o f the worker. For t h i s 
purpose minimum wage must a l s o provide scxnething f o r 
educat ion , medical care and otiier such requirements and 
a m e n i t i e s . 
The Minimum Wages Act was passed by t h e Government of 
I n d i a i n the year 1948. The bas i c o b j e c t i v e s o f t h i s 
l e g i s l a t i o n are : 
( i ) To pro tec t poor unorganized worker; 
( i i ) To maintain i n d u s t r i a l peace and harmc»y; 
( i l i ) To promote organizat ional a t t i t u d e among workers t o 
enable them t o determine f o r themselves a f a i r p r i c e 
f o r t h e i r labour". 
The amount of minimum wage has to be fixed by 
different state governments and adjusted upward according 
to the rise in prices. 
<b) LIVING WAGE; A living wage is a wage that sets up a 
standard which is above the standard of the minimum wage. 
But the term is so vague and controversial that it is always 
open to challenge. Still if the living wage is to be 
realistic it must be related to the productive capacity 
7 . Saxena, R-C, o p . c i t . , p .555 . 
8 . Singh V.B. and Saran, A.K., I n d u s t r i a l Labour in IndJa 
Asian Publishing House, Bombay 1960, pp .145-468 . 
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of the film and i t should provide something for frugal 
comforts of the employees. 
(c) FAIR WAGE : I t i s extremely d i f f i c u l t to define the 
concept of f a i r wage in a simple and s t r a i ^ t manner. The 
fa i r wage i s to be determined with reference to ( i ) the 
peculiar conditions prevailing in any country; and ( i i ) the 
conditions of a particular industry or region in the country. 
The problem of f a i r wage can best be solved by ""a mutual 
s p i r i t of 'give and take* of the employer and the workmen 
with due regard to the peculiar facts and conditions in 
9 
each particular industry*. 
The lower l imit of the fa i r wage i s f ixed by the 
minimxim wage, but upper l imit i s s e t by what i s ca l l ed the 
capacity of the industry to pay depending on: 
( i ) the productivity of labour; 
( i i ) the prevail ing rates of wage; 
( i i i ) the place of the company in the national economy as 
a whole; and 
(iv) the l eve l of national income and i t s d i s t r ibut ion . 
Of a l l these factors influencing fa i r wage, t h e s ta te 
of national income i s very important, because no wage pol icy 
can be regarded as jus t and economically sound, unless i t 
encourages increase in the national income and secures to 
the wage earners a reasonable share out of i t , 
9. Bhatia, J .N, , o p , c i t , , p,66. 
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METHOD OF WAGE PAYMENT: One of the pol icy decis ion that every 
organization must take, i s that of deciding the method of 
wage payment, t o i t s employees. In se l ec t ing a su i table 
method of wage payment, management must take into account 
that i t coincides the firm's overal l wage pol icy and i t i s 
a l so appropriate to the nature of the work being performed. 
For instance, i t i s xonusual t o pay tile manager of a company 
on hotirly basis and to a worker on the assembly l i n e on 
annual bas i s . But commonly the former i s paid an annual 
salSLry at so much per month and the l a t t e r i s paid on hourly/ 
dai ly rate so much per hour/day payable once in a week or 
a weekly rate so much per week payable once in a month and 
both accept i t as a sat isfactory method of wage/salary 
payment. 
Therefore, at the time of s e l ec t ing an ;appropriate 
method of wage payment or formulating a pol icy regarding the 
system of wage payment the following considerations must be 
kept in mind. 
( i ) Does i t keep the employees s a t i s f i e d ? 
( i i ) Does i t f a c i l i t a t e managerial control ? 
( i i i ) Does i t provide proper incentives t o get the job done ? 
( iv) I s i t easy to administer ? 
(v) Is i t Appropriate for the type of work being performed ? 
(vi) Is i t based on a sound system of job evaluation,? 
10. Amrine, Hulley and Ritchey, Op.cit . p.396. 
Broadly speaking, there are two methods of wage payment; 
they are (1) Time Rate System; and (2) P iece Rate System. 
(1) TIME RATE METHOD; 
The bas ic nnethod of wage payment i s undovibtedly the 
time rate method i n which the en^loyee i s paid a t a c e r t a i n 
ra te per hour or per day, and s a l a r i e s are f i x e d per month 
or per annum. The amount of earnings in t h i s system i s equal 
t o the ra te per per iod of time m u l t i p l i e d by t h e t o t a l 
p e r i o d . For i n s t a n c e wages may be f i x e d a t R s . 5 / - per hour 
f o r a worker in the p lan t , R s . 3 7 5 / - per week for a c l e r k 
in the o f f i c e and Rs. 1800 / - per month for a Supervisor i n 
a workshop. I f these wages are m u l t i p l i e d with per iod the 
wage of the worker w i l l become R s , 4 0 / - for a day and 
R s . 1 2 0 0 / - for a mcmth i f he works f o r 8 hours d a i l y and 
t h a t o f a c lerk w i l l be Rs .1500 / - for a month, whi le the 
Sa lary of the superv i sor w i l l be R s . 2 1 6 0 0 / - per annum. 
The system of wage payment on time b a s i s has many 
advantages and disadvantages , such as i t i s simple t o 
c a l c u l a t e and easy t o understand, i t requires no time 
standard or production records , the pay r o l l remains f a i r l y 
s t a b l e and q u a l i t y i s no t s a c r i f i c e d , because there i s no 
attempt on the par t of workers t o increase product ion. 
On the other hand there are some disadvantages a l s o . 
There i s no strong motivation among workers t o maintain 
h i g h production, no monetary recogni t ion i s g iven for 
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increased worXers' e f f o r t s and u n i t labour c o s t s are more 
d i f f i c u l t to c a l c u l a t e . 
( 2) PIECE RATE METHOD: 
The p iece work plan i s very s i m p l e . The employer f i x e s 
a money r a t e per p i e c e and the earnings of the employee are 
equal t o the product of ra te per p i e c e m u l t i p l i e d by the 
nvBnber of p i ece s produced* Though t h i s system i s a remedy 
t o t h e object ion t h a t t ime rate system does not pay for 
increased worker's produc t iv i ty ; bu t t h i s system has a l s o 
been charged with o ther o b j e c t i o n s such a s the tendency of 
the employee t o produce poor q u a l i t y i n h i s d e s i r e t o 
increase outputs , Therefore, i t requ ires s t r i c t s u p e r v i s i o n 
t o ensure that the s p e c i f i e d standard of qixality i s f u l l y 
adhered t o . 
FACTORS INFLUENCING THE DSTEK4INATI0N OF WA3ES: 
The determination of over a l l wage p o l i c y i s not a 
s imple and easy task as i t seems t o b e . I t i s mot conf ined 
only t o the f i x a t i o n of a p iece r a t e or a t ime r a t e but 
there are a large number of f a c t o r s involved which e x e r c i s e 
t h e i r inf luence and hence they must be taken i n t o account 
whi l e determining any wage system or wage p o l i c y . S ince 
t h e s e fac tors deserve s p e c i a l a t t e n t i o n they are d i s c u s s e d 
separa te ly in the fo l lowing paragraphs. 
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^.LABOUR LEGISLATION; 
There a r e c o n s i d e r a b l y l a r g e number of l e g i s l a t i o n s 
p a s s e d both bythe C e n t r a l and S t a t e Governments which a f f e c t 
t h e f irms* wage p o l i c y e i t h e r d i r e c t l y o r i n d i r e c t l y . For 
i n s t a n c e t h e Union Government has enac ted <a) payment of 
Wages Ac t , 1936; (b) Minimum Wage Act, 1948; and (c) Payment 
of Bonus Act , 1965 e t c . whi le de t e rmin ing any w a g e / s a l a r y 
p o l i c y and d e c i d i n g any compensat ion p lan tiie employer has 
t o be c a u t i o u s t h a t t h e r e shou ld be no v i o l a t i o n of t h e s e 
l e g i s l a t i o n s and v a r i o u s p r o v i s i o n s tiiere u n d e r . They p r o v i d e 
them wi th a k ind of guide l i n e s and a r e a l s o b i n d i n g t o them 
i n many c a s e s . Any k ind of v i o l a t i o n o r any a c t of employer 
i n c o n t r a v e n t i o n of t h e p r o v i s i o n s o r d e f a u l t o f any t y p e 
may i n v i t e s p e c i f i c - ^pes of p e n a l t i e s and punishments 
commensurate wi th t h e type and degree of d e f a u l t s . They a r e 
of v i t a l importance even i f t h e p a r t i e s i n t e n d t o e n t e r i n t o 
a wage agreement . Because any such agreement p r o v i d i n g l e s s 
t h a n minimum as s p e c i f i e d by t h e Act or government machinery 
t h e r e u n d e r w i l l be v o i d . The r ea son i s t h a t most of t h e l abour 
l e g i s l a t i o n s have been passed wi th an i n t e n t i o n t o p r o t e c t 
t h e i n t e r e s t s of t h e poor working c l a s s , t h e r e f o r e , i n 
m a j o r i t y of t he c a s e s a minlmxm l e v e l has been f i x e d t o 
e n s u r e t h a t t he workers do n o t g e t any t h i n g below i t . So 
t h e p o i n t of agreement may be anywhere above t h e minimum 
b u t never below i t . 
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2 . LABOUR MARKET : 
The supply and demand of a p a r t i c u l a r type o f laboxir 
w i l l tend to seek a balance in the labour market. But owing 
t o i iwnobi l i ty , a s i t u a t i o n of labour suzplixses in one area 
and shortages in o ther area of a s p e c i f i c type of s k i l l may 
occur i n the labour market. Any shor tage / surp luses of the 
workers o f s p e c i f i c s k i l l s may have cons iderab le i n f l u e n c e on 
the wage /sa lary demanded by such persons . E x c e s s i v e l y low 
or high payment and ttie problem of brain drain, for t h a t 
matter , have been the consequences of demand and supply 
s i t u a t i o n in the labour market and the r e s u l t a n t d i s e q u i l i -
brium. 
3. GEOGRAPHICAL LOCATION; 
This is a fact that wage differential have always been 
found in different geographical areas. This is due to the 
fact that the cost of living is low in one area and high in 
another generally in big and cosmopolitan cities like 
Bombay, Delhi, Calcutta and Madras cost of living is higher 
as compared to other cities and similarly in rest of the 
cities the cost of living is higher in comparison with small 
towns. Naturally wage rates for similar jobs will be 
different from one place to another. 
4. COST OF LIVING IKDKX: 
The ever changing cost of living index excerises 
great influence on the payment of wages and salary. During 
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per iods of r i s i n g / f a l l i n g p r i c e s of commodities and f o r tha t 
matter i n the i n f l a t i o n a r y / d e f l a t i o n a r y s i t u a t i o n s , the cos t 
of l i v i n g tends to adjus t i t s e l f upward or downward depending 
on the c ircumstances . Based \^on t h i s fac tor wages and 
s a l a r i e s a l s o require t o be adjusted according t o the r i s e 
and f a l l in the p r i c e s of the commodities. In a d d i t i o n t o 
b a s i c wages and sa lary employees a l s o r e c e i v e dearness 
al lcwance (D.A.) to o f f s e t the increased c o s t of l i v i n g . 
So far as t h e f e l l in p r i c e s i s concerned, i t s p o s s i b i l i t y 
i n near and even fdr o f f future, not only in our country but 
a l l over the world, i s out of ques t ion and hence a downward 
adjustment in wage and sa lary i s a lmost unwarranted, 
5 , WASE LEVEL; 
The wage l e v e l maintained i n a company i s h i g h l y 
in f luenced by the company's wage p o l i c y and the company's 
wage p o l i c y i s determined t o a great e x t e n t by what we c a l l 
the "going wages" in the market f o r the same c l a s s i f i c a t i o n 
of j o b . This i s done through the wage survey of the 
neighbouring e n t e r p r i s e s in the same indus try . These i n t e r 
firm con^jarisons in wage ra tes would be used for bargaining 
purposes or f o r convincing the employees vhen they are found 
t o be d i s s a t i s f i e d with t h e i r wages . These i n t e r - f i r m 
comparisons are genera l l y done on an • indxjstry-cum-region* 
b a s i s . The r a t i o n a l e behind such comparisons being s i m i l a r 
i n d u s t r i e s in a reg ion would be comparable and the c o s t of 
l i v i n g f a c t o r s would a l s o be s i m i l a r . However, there i s boiond 
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to be some variations when either the management or the 
union emphasizes certain factors and, therefore, claims a 
different rate. For example, difference in technology can 
influence and cause variations in rates. Sometimes just 
base rates are compared in planning the total wage package 
while other wage components may be allowed to vary. 
6. ABILITY TO P^Y: 
This factor is taken into account by the employer 
who Intends to counter a demand for increased wages that 
the management thinks is excessive in its opinion. But the 
same can not be true and very useful in cutting the wages 
if the company is incurring losses. Because if the wages 
were cut on the pretext that the firm's financial condition^ 
is not sound enough to pay even the eaSisting rates, the 
employees morale will become low and the productivity of the 
firm will also be adversely affected. Unions can also resort 
to "this argument of "ability to pay" for getting their 
demand for increase in pay in the face of prosperity in the 
organization and its financial health. 
7. COLLECTIVE BARGAINING; 
In companies where recognised unions are operating 
on behalf of the employees collective bargaining plays a 
v i t a l ro le in the determination of wages. The col lec t ive 
agreements generally provide pay scales for various job 
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c l a s s e s which remain in operation for the period of agreement. 
The e f f ec t of c o l l e c t i v e bargaining i s f e l t in non-unionised 
organization a l s o . This i s so for the obvious reasons that 
i s employers of such organizations prefer to equalise and 
sometimes exceed the scale of unionised organizations in order 
t o avoid unionisation of the ir employees. 
In most of the organised sectors of industries where 
the workers are a lso well organised, grades and pay sca les 
are generally fixed and revised throuc^ c o l l e c t i v e bargaining 
and result ing agreements. Refining industry in India i s a l so 
not an exception to i t and follows the same pattern. Almost 
a l l re f iner ies in the country are siibject to t h i s method of 
wage determination, where by the representatives of the 
company/corporation and those of the unic«is s i t together 
around the negotiation table and s e t t l e the matters related 
to wage f ixat ion and subsequent revision and adjustment. 
In case of multi-plants organizations l ike Indian Oil 
Corporation, union representatives from a l l re f iner ies and 
pipe l ines are invited for a discussion and decis ion. The 
memorandum of settlement in ref ineries are generally signed 
for a period of three years. During the course of d iscu-
ss ions both the management anfl the unions representatives 
make \ase of above mentioned factors i f they see that any 
or a l l of them are going to support the ir stand and 
strengthen their view points . 
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8 . PRODUCTIVITY: 
Any change in the l e v e l of p r o d u c t i v i t y w i l l sure ly 
have i t s impact on the wage l e v e l . Product iv i ty may be e x p l -
ained as an input-outp\it r a t i o . An increased labour p r o d u c t i -
v i t y i s the increased output of employees r e s u l t i n g Into 
lower labour c o s t s . The improved p r o f i t margin made p o s s i b l e 
due to improved performance of the workers need t o be 
d i s t r i b u t e d in a manner acceptable t o both the workers and 
the management. A th ird group that deserves c o n s i d e r a t i o n i n 
t h i s context i s tha t of the users of the company's product . 
They should a l s o b e n e f i t by lower p r i c e s , 
9 , ATTRACTION AND RETENTION OF EMPLOYEES t The wage l e v e l 
of a company determines the kind and type of people i t would 
be ab l e t o a t t r a c t . In the face of the s c a r c i t y of j obs , 
employees may seek employment even in poorly-paying o r g a n i -
z a t i o n s as a s top-gap arrangement and then switch over to 
b e t t e r pay masters , because in such cases the employees' 
w i l l i n g n e s s t o work w i l l be s u b s t a n t i a l l e s s than normal. 
In case s where the f irm's f i n a n c i a l cond i t ion i s such 
that i t can not afford t o pay even the p r e v a i l i n g r a t e s , the 
f irm w i l l be put t o a disadvantage as far as the ques t ion 
of h i r i n g and r e t a i n i n g of capable people i s concerned. 
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SCIENTIFIC METHOD OF WAGE DETERyilNATIONj 
Management i s genera l ly confronted with a ntimber of 
problems whi le cons ider ing an equ i tab le b a s i s for determining 
compensation for the workers. Though in c e r t a i n c a s e s i t can 
f i x up wages and s a l a r i e s a r b i t r a r i l y , but i t i s not j u s t i f e d . 
In the absence of some s c i e n t i f i c and mutxially acceptab le 
methods of wage determination e i t h e r the management w i l l be 
l.ooser or the employees. This w i l l d e f i n i t e l y create d i s s a t i s -
f a c t i o n among the workforce. Moreover, any arb i t rary and 
u n s c i e n t i f i c system of wage f i x a t i o n i s bound t o be penetrated 
by discr i jninat ion which a l s o puts adverse impact on the 
morale, motivat ion and ul t imate ly on the p r o d u c t i v i t y of 
the employees. Because what the employees want i s t h a t they 
should be paid equal ly for equal work.And i f a t a l l there 
are any wage d i f f e r e n t i a l s they must be due to some explanable 
cat i ses . 
This concept of equa l i ty in wages and s a l a r i e s has 
f u l l y been h i g h l i g h t e d by Adams in h i s Equity Theory which 
i s one of the process t h e o r i e s of mot iva t ion . Equity theory 
p o s t u l a t e s that i f ind iv idua l s perce ive any d iscrepancy 
between the amount of reward they r e c e i v e and the amount of 
e f f o r t s they put. i n , they tend to reduce i t . Furthermore, 
the greater the discrepancy the more they are motivated t o 
reduce i t , Ih i s discrepancy may be based on s u b j e c t i v e 
percept ion or o b j e c t i v e r e a l i t y . 
Adams d e f i n e s a discrepancy or inequ i ty "as e x i s t i n g 
whenever a person perce ives that t h e r a t i o o f h i s job o u t -
comes to job inputs , tn comparison with a re ference person's 
outcomes t o inputs , are uneqtial. The reference person may 
be some one in an i n d i v i d u a l ' s group, i n another groxj?), or 
o u t s i d e the organizat ion 11 
I f the two r a t i o s are unequal, the i n d i v i d u a l i s 
motivated to reduce the inequ i ty . This p r o c e s s requ ires three 
steps t o be taken (a) comparison of outcome/input r a t i o s 
between f o c a l person and reference person, (b) d e c i s i o n 
( e q u i t y = s a t i s f a c t i o n , inequ i ty = d i s s a t i s f a c t i o n , and (c^ 
motivated behaviour to reduce i n e q u i t y . 
Model I l l u s t r a t i n g Equity Theory 
Focal Person A Reference Person B 
Outcomes (0) 
- pay 
- Promotion 
- Recognition 
- Praise 
- Status 
inputs (1) 
- Effort 
- performance 
- Skills 
- Quantity of Prod, 
- Quality of Prod. 
Comparison 
by Focal 
person A 
1 ^ 1 
(0)A __ (0)B 
1 " 1 
Inequi ty vmder 
payment 1 
Equity 
if. Increase OR Decrease 
outcomes Inputs 
Outcomes (0) 
- Pay 
- Promotion 
- Recognition 
- Praise 
- Status 
Inputs (1) 
- Effort 
- Performance 
- Skills 
- Quantity of Prod 
- Qual i ty of Prod, 
Inequi ty over Payment 
^ crease 
Outccxnes 
OR 
S a t i s f a c t i o n 
(No change in behaviour) 
Increase 
Inputs 
1 1 . John M, Ivancevich, Andrew D, S z i l a g y i , J r and Marc, J . 
td Performance, Gi 
1977, p p . 1 1 ^ - 1 7 . 
Wallar Organizat ional Behaviour an  ood 
Year Publishing Co, Inc . Cal l " "" 
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To avoid such an tmpleasant situation^ generally 
a sound wage policy has to adopt a wage survey as well as 
a job evaluatic»i programme. An external caisistency i.e. 
reasonable equality with "going wage rates" paid by other 
companies in same industry or in the same region can be 
easily achieved when a firm periodically conducts a wage 
survey and accordingly adjusts its general wage level. En^ jlo-
yees are equally in a good position to judge whether their 
jobs are paid correctly and reasonably in relation to Other 
jobs in the company. Job evaluation, ensures internal 
consistency of wage within organization» Both wage survey and 
Job evaluation will be discussed in the following pages. 
WAGE SURVEY; Once the company has decided on its over all 
wage policy as to whether it should pay high, average below 
average as compared with the standards elsewhere, the next 
question it has to answer would be as to what are other 
companies paying on comparable jobs? This question is 
associated with the problem of wage rate and wage level and 
can be answered through wage survey, "A wage survey is a 
statistical picture of what the wages for a particular 
geographical area, occupation, industry or city were at a 
12 given time or at the present time". 
12. Herbert G. Zollitsch and Adolph Cangsner, Wage and 
Salary Administration 2nd Edition, South Western 
Publishing Co. Ohihio 1970, p.321. 
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The problem of wage leve l i s one that requires 
perpetual attention a l l the time. Since the value of rupees 
and other econcxnic factors are constantly changing, the 
wage rates to be paid in the labour market are a l so changing 
correspondingly, with a view to knowing factors relevant to 
current wage rates in a l o c a l i t y or an industry wage surveys 
are conducted by the leading companies, employers associat ions 
or the governmental agencies, several professional organiza-
t ions are a lso engaged in conducting such surveys and making 
important informations available to the organizations needing 
then. In Indi%, ft governmental agency working on t h i s l ine 
i s Labour Bureau of the Ministry of Labour and Employment. 
•Hie basic object ive of the wage Survey i s t o maintain 
wage rates and wage l eve l s , otherwise in the absence of 
uniformity the workers wi l l be d i s s a t i s f i e d and many organi-
zation in the l o c a l i t y or the industry. This i s so because 
they operate under the assumption that the ir rates are 
better/higher than others and f a i l to check the va l id i ty 
of th is assumption. To avoid such s i tuat ion the management 
must engage i t s e l f in gathering va l id , re l iab le and relevant 
data through wage survey. 
The responsibi l i ty of conducting wage surveys l i e s 
with the personnel department.Once the respons ib i l i ty has 
been assigned to the department or any person in •tiie person-
ne l department, the next s tep i s to plan for a survey. 
The scientific wage survey incliades the following 
steps to be taken: 
(i) Selection of firms to be included in survey; 
(ii) List of key jobs coinmcxi to all firms selected; 
(iii) Detailed descriptions of these jobs, so that valid 
comparisons may be made; 
(iv) Questionnaires or interview to secure accurate data 
' regarding wage and salary for the Jobs under consi-
deration; 
(v) The compilation of these data to draw the results of 
the Survey; and 
(vi) Finally presentation of results and reconinendations 
13 to management. 
The data must be collected systematically and thoro-
ughly , if they are to be useful in determining a firms 
wage level. Moreover, detailed data will also be useful 
in explaining the situation to employees and their union 
as to why employees on a particular job receive more or 
less wage than others. 
The wage surveys are useful in many ways to an 
organization. Some of the purposes they serve are as 
follows: 
13, Pigors Paul and Myers Charles A,, op.cit., p,280. 
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(a) Fi rs t of a l l , the informations collected wil l be 
useful for determining wages and thus solve various 
vage problems, 
(b) The informations are a lso useful for recruitment and 
selection purposes. 
(c) I t may provide an answer why an organization i s not 
able to get talented and qual i f ied people which others 
are getting eas i ly . 
(d) A firm can tjtpdate i t s wage ra te in l ine with the rates 
of other companies for the same Jobs and a t t r a c t good 
personne1, 
(e) The in fo rmat ions a r e a l s o u s e f u l f o r job e v a l u a t i o n 
14 pu rposes , 
JOB EVALUjfl'ION 
As a s t e p towards e s t a b l i s h i n g and m a i n t a i n i n g i n t e r n a l 
c o n s i s t e n c y i n the p rocess of payment of compensat ion t o 
t h e workers , t h e r e should be e s t a b l i s h e d a c o n s i s t e n t and 
s y s t e m a t i c r e l a t i o n s h i p among b a s e compensat ion r a t e s f o r 
a l l j o b s w i th in the o r g a n i z a t i o n . The p r o c e s s of such 
e s t a b l i s h m e n t i s t i sua l ly termed as " j c ^ e v a l u a t i o n " . In 
j o b e v a l u a t i o n p rocess an a t t e m p t i s b e i n g made t o c o n s i d e r 
and measure t h e i n p u t s r e q u i r e d of employees (knowledge, 
s k i l l s , e f f o r t s , r e s p o n s i b i l i t y , e t c ) f o r minimum job 
14, Joseph M, p u t t i . Pe r sonne l The Management of s e c u r i n g 
and Main ta in ing the Workforce, s . Chand & Co, N . D . 
1988, p , 2 9 8 . 
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performance and to translate such measures into spec i f i c 
monetary terms. "Job evaluation i s the application of the 
job analysis technique to the qual i tat ive measurement of 
r e l a t i v e job work, for the purpose of e s tab l i sh ing consistent 
15 wage rate d i f ferent ia ls by objective means**. Therefore, 
i t i s a study of the job worth in relat ion to other jobs 
in the organization. I t measures the difference among jobs, 
on the basis of job requirements and furnishes the d i f feren-
t i a l nxomerically so that i t may be converted into wage rates 
a f t e r determining the wage l e v e l s . The wage l e v e l as i t 
has been seen ear l i er i s determined through wage survey, 
management decision and co l lect ive bargaining. In the process 
of bargaining the union leaders generally try to raise the 
l e v e l of minimum wage, because once the leve l of minimxim 
wage i s se t , a l l the jobs, wi l l naturally be remunerated 
according to di f ferent ia ls in t h e i r worth, and the use of 
job evaluation has to be made for a systematic appraisal of 
the worth or value of each job. The evaluation can not be 
completely accurate as i t involves the discret ion and 
personal jxsiSgement of the evaluators while doing a deta i led 
study of the jcA)s and comparison of their corr^onents. For 
t h i s reason a sort of relat ive evaluati(»is are l i k e l y to be 
more re l iab le and dependable than any kind of haphazard and 
arbitrary determination. 
15. Alford and Beaty, o p . c i t . , p .654. 
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J o b e v a l u a t i o n i s n o t a o n e - s h o t p r o c e s s o r method. 
I t ha s a nxxniber of e l « n e n t s and s t e p s i n i t . These e l emen t s 
have been i l l u s t r a t e d by fo l lowing c h a r t deve loped by Dale 
S, Beach, 
JOB ANALYSIS 
The p roces s of o b t a i n i n g 
job f a c t s 
Z 
JOB DESCRIPTIONS 
A S ta t emen t of t h e d u t i e s 
r e s p o n s i b i l i t i e s and job 
c o n d i t i o n s . 
X 
JOB SPECIFICATIONS 
A Statement of the human 
qualities required to fill 
the job 
JOB RATING 
Using a predetermined system 
or plan, study the job des-
cription and specification and 
assign a value or score to 
each job. 
MONEY ALLOCATION 
Assign a money rate of pay to 
each job according to a defi-
nite system or scale. 
EMPLOYEE CLASSIFICATION 
Classify all employees under 
proper job title based upon the 
content of the work they actually 
perform. 
Figure: Elements of Job evaluation 
Source: Dale S, Beach, Personnel; The Management of people 
at work, Macmillan Company, New York, 197 0, p,663. 
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Prom the chart given above we g e t an idea a s to what 
c o n s t i t u t e s a job e v a l u a t i o n . Now l e t us turn t o the method 
used i n eva luat ing Jobs . 
METHODS OF JOB EVALUATION 
Now a days there are four b a s i c methods in use for 
any sys temat ic job eva luat ion programme. They f a l l i n two 
broad c a t e g o r i e s . The f i r s t category covers the s i m p l e r 
method which do not make rise of d e t a i l e d job f a c t o r s . The 
job as whole i s t r e a t e d and job d e s c r i p t i o n s r a t h e r than job 
s p e c i f i c a t i o n s are normally u t i l i z e d . In t h i s ca tegory 
g e n e r a l l y we put two system which are commonly known as 
the non-quant i ta t ive or q u a l i t a t i v e methods such a s (1) 
Simple ranking ; and (2) grading s y s t e i V d a s s i f i c a t i o n . 
The second category covers sytems which go f o r a 
more d e t a i l e d approach. In these systems job f a c t o r s are 
s e l e c t e d and measured and the company's job a n a l y s i s 
programne must r e s u l t in job d e s c r i p t i o n and job s p e c i f i c a -
t i o n s t h a t s t a t e requirements for each of t h e s e f a c t o r s . 
This category i s known as the q u a n t i t a t i v e approach and 
i n c l u d e s ^1) the po int system, and (2) the f a c t o r comparison 
system. 
The same can be presented in the form of c h a r t and 
then each of the systems under both the c a t e g o r i e s w i l l be 
taken up for d e t a i l e d descr ip t ion s e p a r a t e l y . 
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METHODS OF JOB EVALUATION 
Qualitative Methods 
Ranking Method Grading 
Method or 
Classifica-
tion Method 
Quantitative Methods 
Point Method Factor 
Comparison 
Method 
Before an attempt is made to discuss these methods 
detail 
in greater/it is to be noted that all methods can not be 
used simultaneously though sometimes a combination of more 
than one is possible. Moreover, all are not equally good 
for all situations hence sound decision must be made in 
selecting the best and most suitable method under a given 
situation. 
While the ranking and grading methods are referred 
to as "non quantitative" and non-analytical methods", 
the points system and factor comparison method are known 
as analyt ical and "quantitative". The f i r s t two methods 
evaluate jobs in terms of the ir over-al l worth rather than 
on t±ie basis of spec i f i c factors l i k e mental or s k i l l 
requirements. On the other hand the l a s t two systems evaluate 
them in terms of spec i f ic factors l ike mental, s k i l l and 
physical requirements as well as re spons ib i l i ty involved 
and tJie conditions under »^ich the work has to be performed. 
Hence the l a t t er methods have the advantage of being more 
object ive in approach than the former. 
'"> .' J/d 
Though absolutely it is difficult to say that any 
of these methods is better than other methods, because each 
of them have got certain advantage and disadvantages. Hence 
factors such as cost involved, time available, policies of 
the organization and similar other issues influence the 
decision regarding the use of any particular method for 
the purpose of job evaluation. The method selected however, 
should be one which enables thorough study of the job, can 
be easily understood and accepted as well; provides accuracy 
in rating ; is compratively easy to install and maintain, 
1*7 
and suits the specific needs of the organization, ' 
1, RANKING METHOD i The ranking method is the first among 
the job evaluation methods developed so far and it is the 
simplest one. The essential requirements for going for this 
method is the availability of detailed and accurate informa-
tions on job description as well as job specifications of 
the jobs to be evaluated. This method requires ranking^of jobs 
in order from most to least important. 
Under this kind of approach towards the job evaluation 
problem certain factors common to many jobs such as education, 
knowledge, skills, mental effort, physical effort, working 
conditions etc. are selected for comparision purpose. But 
these factors are not conr.pared systematically, rather they 
are considered only in a general way. The raters compare 
whole job with the whole job taking into account the degree 
of involvement of these factors. The raters either individually 
17, E, Lanhan, Administration of wages and salaries. Harper 2 
Row Publishers, New York 1962, p.is4. 
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o r as a group consider ing job desc r ip t ion and job 
s p e c i f i c a t i o n data of each job decide as to which job 
r equ i res the l e a s t amount of these f ac to r s se lec ted for 
eva lua t ion purpose and assign the lowest rank to t h a t j o b . 
They may s t a r t with the lowest rank and go \jqp to the h ighes t 
o r v i ce -ve r sa . In the case of ind iv idua l r a t i n g s , a f t e r the 
r a t i n g s are completed the indiv idual merrbers of the eva lua t ion 
committee assemble together and t r y to rdach a consensus or 
average t h e i r eva lua t ion r e s u l t s to have a common ranking. 
There i s another va r i an t of t h i s simple ranking method 
which i s d e f i n i t e l y an Improvement over the approach discussed 
in foregoing paragraph. Here ins tead of taking one job and 
comparing i t with a l l o ther jobs to be evaluated a p a i r i n g 
system i s adopted where in a p a i r i s ccxnpared a t a time and 
record kept as to the number of t imes a p a r t i c u l a r job i s 
judged to be more demanding than o the r Jobs with which i t 
i s compared. In t h i s method the number of comparison a re 
determined with the he lp of the following formula: 
N (n-1) Where N i s the t o t a l number of Jobs , For example 
2 
i f the number of jobs i s 5 the number of comparisons w i l l 
be as under: 
5(5-1) „ 5x4 ^ 20 
The evaluat ion under t h i s method i s shown in the 
following t a b l e . 
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Job 1 
Job 2 
Job 3 
Job 4 
Job 5 
1 
1 
0 
2 
1 
0 
3 
1 
0 
4 
0 
1 
5 
1 
0 
6 
0 
1 
7 
0 
1 
8 
0 
1 
9 
0 
1 
10 
0 
1 
Number of 
time diffi-
cult 
3 
1 
0 
2 
4 
Ranks 
II 
IV 
V 
III 
I 
Flgt paired comparison Method 
In the above table job 1 has been compared with job 2, 
then with job 3, job 4 and job 5, As a result of which job 1 
has been found to be more difficult than job 2, job 3 and 
job 4 except job 5. Similarly the comparisions of job 2 with 
job 3, 4 and 5 and job 3 with job 4 and 5 and 4 with 5 only 
were made taking one pair at a time while doing so the job 
which was found to be more difficult than the other was 
given one (1) and the less difficult was marked with zero. 
It is evident from the above table tiiat job 5 is the most 
difficult and job 3 is the least difficult of all'the jobs. 
The ranking of all these five jobs have been given belowt 
Job 5 is ranked as 1 
Job 1 is ranked as 2 
Job 4 is ranked as 3 
Job 2 is ranked as 4 
Job 3 is ranked as 5 
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The ranking method has got certain advantages and 
disadvatages. They are as follows* 
AdvantageSt 
(1) It is relatively simple to make use of, 
(2) It is less expensive. 
(3) It is expeditious 
Disadvantages or Limitations : 
Lanham outlines these limitations in the following 
manner, 
1, No definite or concrete standards exist for determining 
rank, 
2, The ranking may be superficial since no detailed 
consideration is given to the factors fundamental 
to the job. 
3, Confusion is likely to result from similar job 
titles, 
4, It is difficult to find enough raters with sufficient 
knowledge of all jobs, 
5, The system becomes moredifficult to use as the number 
and complexity of the job increases, 
6, D termination of the rank position is likely to be 
influenced by the existing wage and salary, 
7, Raters may be ranking incumbents on the job and not 
the jobs themselves, 16 
18, E.La han, o.p.cit., p.158 
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8, The difference among a l l the jobs ranked d i f f e r e n t l y 
in d i f f e r e n t pos i t ions may not be equal in a l l c a s e s . 
9, Reaching consensus when the members of the eva lua t ion 
committee are divided over evaluat ing a job may be 
c i ted as another disadvantage of ranking method. 
2 . THE GEU^DE OR CLASSIFICATION METROD : T h i s m-^thod i s 
genr ra l ly used for eva lua t ing the s a l a r i e s j o b s . This method 
'.:as o r i g i n a l l y developed by the Eureau of Personnel Research 
a t Carnegie I n s t i t u t e of Technology. In i t s i n i t i a l s t ages 
t h i s method was qu i t e popular and the organiza t ion used i t 
very extens ively but aftf^r the point sjastem and f ac to r 
comparison method were developed the use of t h i s method 
has become very l i m i t e d . 
In th i s method, various jobs in the organiza t ion are 
placed i n t o some grades and c lasses according to the p r e -
determined T;age c lasses or grades. Only a f t e r the grades 
or c lasses are e s t ab l i shed , the a c t u a l job desc r ip t ions 
a re examined and the jobs compared aga in s t the pre-determined 
s tandard . The fundamental p r inc ip les underlying th i s inethod 
is t h a t within any given range of jobs there are g rada t ions 
in the l e v e l of d u t i e s , r e s p o n s i b i l i t i e s and s k i l l 
requirements for the e f fec t ive performance of the j o b . 
The s t e p involved in t h i s method of job evaluat ion 
are as follov/s; 
27^  
1, F i r s t of a l l broad job groupings art? made suich 
as managerial , supervisory, opera t ives and 
c l e r i c a l e t c , 
2 , Each broad job grouping as divided in to a number 
of grades or c l a s ses or sub-gtroups such as c l e r i c a l 
- C-1, C-2, and C-3 e t c . 
3 , General desc r ip t ions are wr i t t en for those grades 
or c l a s s e s . 
4 , These grades or c lasses are then used as s tandards 
and o ther Jobs are assigned to a p a r t i c u l a r grade 
dr c l a s s . 
The problem as to how many job grades and c l a s s e s 
should be depends upon the complexity of the j o b s . However, 
Ot i s and Leaukart have iden t i f i ed the following f ac to r s 
to be considered in determining the number of grades to 
be used. 
1. Type of job included. 
2 . Range of sa lary and wage. 
3 . Range of job s k i l l . 
4 . Company upgrading po l i cy . 
5 . Policy of promotion within a grade. 
6. Col lec t ive bargaining cons ide ra t ions . 
7. Tradi t ion in the industry.^^ 
19. Ot is and Leaukart , op, c i t , , p . 71 
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once the number of description of grades or classes 
have been determined, the evaluators study each job and 
select the grade description which they think nearly fits 
the overall level requirements of the job. 
The following are the advantages and limitations of 
this method: 
1, It is relatively simple, 
2, Easy to understand, 
3, Description is general in nature, 
4, It provides for flexibility. 
Limitations; 
1, General grade descriptions are difficult to write 
and great care and Judgement must be exercised, 
2, Sometimes it is difficult to include a particular 
job exactly into one class. 
3, This method of evaluation may be suitable for small 
companies with a lower number or simple jobs, 
is 
The usefulness of this method/outweighted by its 
limitations. Perhaps this is the reason responsible for 
its limited application, 
3, THE POINT SYSTEM t 
The point method of job eva lua t ion i s , to some ex ten t , 
s imi l a r to the grading or job c l a s s i f i c a t i o n method. The 
po in t of s i m i l a r i t y i s t h a t jobs are compared aga ins t a 
s c a l e . However, po in t method d i f f e r s from grading system 
in the sense t ha t the former i s more d e t a i l e d than the l a t t e r . 
: 7 .-• 
The reason i s t h a t in the former 's case sca l e s a r e 
used for each important factor of job r a t h e r than 
having one scale for the whole j ob . In t h i s method 
the eva lua tor determines the worth of the job f a c t o r 
by f ac to r , aga ins t the scale» To ' understand the 
funct ioning of t h i s method, one has to know more about 
the mechanism of t h i s method. In fac t the cons t ruc t ion 
of p o i n t sca le and evaluation of jobs aga ins t i t i s a 
r igorous work. 
The whole process of cons t ruc t ing the point manual 
and f i n a l l y eva lua t ing job involve the following s t e p s : -
1, Determining type of jobs to be eva lua ted , 
2, Select ing key fac to r , common to the jobs to be 
evaluated, 
3 , Breaking down key fac tors i n to s u b - f a c t o r s . 
4 , Define fac to r s and sub-factors, 
5, Assigning degrees to each f a c t o r , 
6, Defining the degrees, 
7, Deciding the maximum number of po in t s to the e n t i r e 
manual• 
8, Judging the r e l a t i v e weight of the f ac to r s and 
Slab-factors, 
9 , Dis t r ibu t ing po in t s to various degrees according 
to t h e i r r e l a t i v e weights. 
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10, Using the point manual for determining the relative 
worth of jobs by comparing jobs, factor by factor 
(sub-factors), against various factor (sub-factor); 
degree definitions and descriptions. Based on this 
comparision system, the evaluator selects the degree 
that best' describes the requirements of the job being 
evaluated and assigns the job the point value of the 
degree selected. Similarly, all the factors in the 
job being evaluated are compared degrees are selected 
and points are assigned. At the end of this process, 
the total point value for the job can be easily 
computed. 
The above mentioned step are dealt with at some length 
in the following paragraphs^ 
The first step in constructing the point scale is to 
determine the types and the range of jobs. This has to be 
clearly specified as to whether the point scale constructed 
is intended for operative job or clerical or supervisory or 
manegerial positions. This step is very important as the 
accuracy of the method apart from other things very much 
depends on this factor. Once this is done the next step 
is to identify the key factors. The commonality of these 
factors depends very much on the commonality of the types 
of jobs selected because factors commonly present in 
operative jobs are not common to supervisory job or clerical 
jobs. For example the elements of hazard may be more import-
ant factor for factory jobs and has least significance for 
:7j 
clerical jobs. Some of the factors considered important 
(key) factors for constructing a point scale are as under: 
1. Skill 
2. Efforts 
3, Responsibility 
4, Working conditions. 
Now these key factors can be divided into svib-factors 
l i k e , 
1, Skil l = job knowledge, experiences and i n i t i a t i v e e t c , 
and ingeniuity, 
2, Effort = physical efforts and mental effor ts 
3, Responsibility «= Responsibility for machine, materials, 
safety of others and directing others , 
4, Job conditions = Hazards involved and general working 
conditions. 
The next step i s to define the factors and sub-factors 
for evaluating the worth of the jobs . This helps in achieving 
uniformity in interpret ing them. Otherwise, the same factor, 
wil l be interpreted differently by different evaluators . For 
example, if not clearly defined the factor "job knowledge" 
may be interpreted as 'formal educrstion* b^ one evaluator, 
•training* by other and both formal education and training" 
by a third one. 
The fifth step i s determing and defining degrees. 
Although a l l the factors and sub-factors chosen are import-
ant to a l l jobs being evaluated but normally they are equally 
o , 2S0 
important to a l l of them. Hence, some kine of sca le 
of measurement i s necessary for determining the l e v e l 
t o which dach f ac to r e x i s t s in each of the job being 
eva lua ted . This ob j ec t i ve could be achieved by means of 
ass igning a s e r i e s of "degrees". 
The f i r s t degree may be used to denote the minimum 
requirement of a p a r t i c u l a r fac tor and the l a s t degree 
may be used for denoting the maximum requiirement of t h a t 
f a c t o r . For example, the fac tor education may be assigned 
f ive degrees and then defined as under t 
1 s t degree may be used to denote - Elementary School educat ion, 
2nd degree may be used to denote - High School incomplete, 
3rd degree may be used to denote - High School complete, 
4 th degree may be used t o denote - Intermediate l e v e l 
5th degree may be used to denote - 3 year col lege degree . 
The number of degrees may d i f f e r from fac to r to 
f a c to r in the poin t s c a l e . For ins tance a f ac to r l i k e 
"experience" may requi re more degrees than fac tor l i k e , 
"hazards" . I t i s a l s o poss ib le t h a t while cons t ruc t ing 
manual a l l f a c to r s are assigned equal nximber of degrees 
b u t v a r i a t i o n s in degrees used may range anywhere between 
thr«e to f i f t een for d i f f e r en t f a c t o r s . 
The next s tep in const ruct ing the po in t manual i s 
to ass ign weights or point to each of the fac to r , s\ab-factors 
and to each of the degrees . As the f i r s t s tep in t h i s 
d i r ec t i on i s to determine the t o t a l number of po in t s to 
be a s s i g n e d t o the e n t i r e manual. Normally 500 p o i n t s 
a r e c o n s i d e r e d t o be t h e maximum number. The n e x t s t e p would 
be t o a l l o c a t e t o t h e s e p o i n t s to d i f f e r e n t f a c t o r s and 
s u b - f a c t o r s l i s t e d in t h e manual keep ing i n view t h e i r 
r e l a t i v e c o n t r i b u t i o n s in the e f f e c t i v e performance of 
the j o b . I t i s g e n e r a l l y assumed t h a t t h e maximum weigh t 
of a l l f a c t o r s e q u a l s to 10C84, Le t us assxame t h a t t h e 
o r d e r of importance of a l l the f a c t o r s a long wi th t h e i r 
r e l a t i v e we igh tages a r e a s fol lowss 
Rank F a c t o r s R e l a t i v e Weights 
1 S k i l l 30?4 
2 E f f o r t 25% 
3 R e s p o n s i b i l i t y 25% 
4 Working c o n d i t i o n s 20% 
Total 100% 
Once percentages are assigned to each of the factors, 
the next step is to break the maximum points of the manual 
according to the percentages. For instance let us assume 
that 500 points are determined for a manual. These points 
would be allocated in the following manner: 
Factors Relative Weiqhtaqe Points 
Skill 30% 
Efforts 25% 
Responsibility 25% 
Working conditions 20% 
500 
150 
125 
125 
100 
o 
J u s t as the weights and points have been assigned t o 
the d i f f e r en t f ac to r s in the same fashion the weights 
and points are a l loca t ed to the s u b - f a c t o r s . Let us 
consider the fac to r s k i l l which has 150 p o i n t s . 
Factor 
S k i l l 
Sub-factor 
Education 
Experience 
Relat ive Weights 
30J6 
Total lOOJt 
Poin ts 
45 
105 
150 
The next s tage in the process of manual cons t ruc t ion 
i s to d i s t r i b u t e these poin ts to t he var ious degrees of 
each f ac to r and then sub-factors . Ei ther of the two methods 
v i z , a r i thmet i c progression and geometric progress ion can 
be made use of for a l l oca t i ng these po in t s to various degrees . 
Under the former method, the point values between the d i f f e r en t 
degrees remain the same. For example 
Degrees 
1. 
2 . 
3 . 
4 . 
5 . 
Arithmetic Progression 
Factor Education 
9~ 
18 
_ 9 points increase 
27^ 
36 
45 
9 points increase 
—* ~ 
— 9 points increase 
9 points increase 
Table 
28J 
On the other hand, under the geometrical progression, 
the point values between degrees ascend progressively. 
Degrees 
1 
2 
3 
4 
5 
Geometrical Progression Table 
Factor Mental Efforts 'With scores 80 
10 
20 
40 
80 
-•S points increase 
"^ 10 points increase 
2o points increase 
to po ints increase 
Since both the methods serve -Oie purpose in e q u a l l y 
good measxire, there i s no point in favouring one a g a i n s t 
the o t h e r . S t i l l the former method can be sa id t o be eaS'ier 
than the l a t t e r from the point of view of understanding. 
POINT MANUAL 
Prepared under po int system of job Evaluation taking 
f a c t o r s , s u b - f a c t o r s and degrees i n t o account . 
1 . 
Factor 
(100%=500) 
y^ 
S k i l l < 
(3 0%=159Kj 
Sub-factor 
Education 
(60%=90) 
Experience 
(40%=60) 
Degree 
I 
18 
12 
Degree 
I I 
36 
24 
Degree 
I I I 
54 
36 
Degree 
IV 
72 
48 
Degree 
V 
90 " 
60 _ 
150 
contd, . 
2S'i 
2. Effort 
C25%=125) 
3. 
4. 
Responsi-^ 
bllity 
(25%=125) 
Mental Effort 
(2056=25) 
Physical Effort 20 
(8054=100) 
Working 
conditio 
(20%«100) 
Machine 
(2054=25) 
Materials 
(6034=75) 
Product 
(20J4=25) 
Hazard 
involved 
(50%=50) 
General 
Working 
condition 
(50%=50) 
5 
15 
5 
10 
10 
10 
40 
10 
30 
10 
20 
15 
60 
15 
45 
15 
30 
20 30 
20 
80 
20 
60 
20 
40 
40 
25 
100 
25 ' 
75 
25 
50 " 
125 
125 
50 
100 
(10034=500) (10034=500) 100 200 300 400 500 500 
ADVANTAGES & DISADVANTAGES OF POINT SYSTEM 
In comparison to other methods of job evaluation discussed 
so far the point system has the following good pointst 
1. It makes use of the graphic and descriptive types of rating 
Scales which most of the people in the field consider the 
most reliable and valid. 
20, Otis and Leukart, op,cit,, p,92. 
2 S J 
II« under th is method the jobsare broken down in 
par ts , and evaluations are made on the basis of 
the parts of the job rather than the whole job. 
This Increases the object iv i ty . 
I l l - At each and every stage consensus i s developed 
among the members of the evaluation committee 
which ensures the effectivness of this method, 
IV, Point method becomes very simple if the manual 
i s borrowed from other organization/association/ 
agency. If i t is to constructed, i t becomes easy 
to understand by a l l concerned once i t i s completed. 
V, This meth^ makes i t easier to put jobs into classes 
or grades. 
VI, Lastly, the point values assigned for each job show 
the re la t ive differences between and among the jobs 
in numerical terms. 
With a l l of i t s merits, th is method has cer tain 
demerits as wel l . They are as followst 
(I) The construction of point manual i s a d i f f i cu l t task, 
(II) Selecting factors , breaking them into sub-factors, 
assigning degrees and points and finally defining 
a l l these require a great deal of experties and 
judgemental a b i l i t y . In practice these are done 
more subjectively than objectively,which minimises 
i t s r e l i a b i l i t y and dependability.^^ 
21. Lanhan, o p , c i t , , p,175 
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( I I I ) The concep t s of f a c t o r s , s u b - f a c t o r s , d e g r e e s , 
r e l a t i v e w e i g h t s , p o i n t v a l u e s and p r i c i n g t h e 
p o i n t v a l u e s a r e n o t very e a s y and s imple t o be 
unders tood by thd workers and demonst ra ted by t h e 
supe r v i so r s , 2 2 
(IV) Not u n d e r s t a n d i n g t h e mechanics of p o i n t system 
may c r e a t e s u s p i c i o n i n t h e i r mind, 
(V) Reaching an agreement by a l l members a t a l l s t a g e s 
of manual c o n s t r u c t i o n i s a d i f f i c u l t j ob and might 
c r e a t e a major problem, 
(VI) T h i s method i s a t ime consuming p r o c e s s and a l s o 
l a c k s f l e x i b i l i t y i n i t s a p p l i c a t i o n , ^ 3 
Desp i t e i t s numerous d i s advan t ages t h e p o i n t system 
method of j o b e v a l u a t i o n i s the most popu la r method, 
because i t s advan t ages ou t weigh i t s d i s a d v a n t a g e s . 
4 . THE FACTOR COMPARISION METHOD : 
T h i s d\ethod was evolved and developed by Eugene J . 
Benge i n the y e a r 1926, Like p o i n t system of e v a l u a t i o n , 
t h i s method a l s o i n v o l v e s f a c t o r by f a c t o r c o m p a r i s i o n . 
But i n t h i s metiiod a few key j o b s a r e f i r s t s e l e c t e d 
then they a r e compared wi th each o t h e r on t h e b a s i s of 
v a r i o u s f a c t o r s . T h i s k ind of compar is ion r e s u l t s i n t o 
a r ank ing sys tem. Which s e r v e s as a s c a l e a g a i n s t which 
many non-key j o b s a r e e v a l u a t e d . Th i s does n o t c o n f i n e 
i t s e l f merely t o comparing t h e j o b s , i t a l s o i n v o l v e s 
d e t e r m i n a t i o n s of money v a l u e for t h e j o b s . The b a s i c 
p r o c e d u r e i n v o l v e d in t h i s method of e v a l u a t i o n i s a s fol lowsi 
22» O t i s and L e u k a r t , o p . c i t , , p , 9 5 
2 3 . I L O , o p , c i t . , p . 3 3 
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1, Determining and defining the factor to be used 
in the plan. 
2, Selecting and describing the key jobsj 
3, Ranking key jobs under each factor; 
4, Apportioning the money rate for each key job,to 
Ithe factors in the plan; 
5, Establishing the factor comparision scale and adding 
supplementary jobs; and 
6, Evaluating the remaining jobs by the scale,^4 
Just as in the point system in this method also a manual/ 
scale has to be developed first.^^The following steps are 
involved in the process of manual constructions. 
The first step is selecting the^key jobs from the 
types of Jobs to be considered for evaluation. The key 
jobs must be good representative samples of the jobs to 
be evaluated. Such jobs can be recognized very easily due 
to (i)their importance; (ii) difficulty involved in 
performing them; and (III) wage rates paid, where as the 
third is the most important factor in selecting key jobs. 
The key Jobs so selected must be between the lowest wage 
rates to the highest wage rates and these wage rates must 
be in line with the communitywage rates/going wage rates. 
Though there is no specific number of key jobs to be chosen, 
rather it depends on the size of the organization. Selection 
of key jobs is very vital in the factor comparision method, 
because key j6bs work as standards against which non-key 
24. Patton & Little field, op.cit., p.95 
25, for greater detail in this regard "See Manual of job 
Evaluation" by Benge Eugene J, Benge el,al,Harper & brother. 
New York, 1941. 
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The next step in the process of scale construction 
i s the selection and definitions of factors on which the 
jobs are rated and evaluated. Here again the same four 
major factors such as s k i l l s , e f for ts , responsibi l i ty and 
working conditicms can be considered as i t has been done 
in point system. Though these factors are universcilly 
applicable but s t i l l the organization should not go on 
following them blindly rather they must look into the i r 
own specific s i tua t ion and add and delete factors as the 
s i tuat ions demand. Once they have been finally selected they 
must be defined c lear ly and precisely so that the evaluators 
may be able to in terpre t them in the same fashion. Regarding 
the definition of the factor much has been discussed in the 
former system of evaluation. 
The next important step in the construction of 
factor-comparison scale i s the ranking of the key jobs . 
The ranking of key jobs can be done in two different ways. 
F i r s t ly the members of the evaluation committee individually 
rank a l l jobs from easy to d i f f icu l t and low to high and 
then collect ively agree on the rankings of those jobs. 
Secondly they apportion the current average wage being 
paid on each key jobs to various factors used. This process 
i s folloived without reference to the l^ ob ranking on the basis 
of fac tors . This is i l l u s t r a t ed by example given belowt 
Primarily i t i s assumed that the maximum weight given 
to a l l the factors would be equal to one hundred per cent . 
^ V.' . 
:sj 
This maximum weight i s then d i s t r i b u t e d among the various 
f a c t o r s according t o t h e i r importance a s under: 
R e l a t i v e Weights of Factors 
Factor Weicflit 
S k i l l 30% 
Ef for t 25% 
R e s p o n s i b i l i t y 25% 
Working Condit ion 20% 
100% 
once t h i s has been done, the next s t ep i s to d i s t r i b u t e 
the d a i l y r a t e of the job to these f a c t o r s according the 
weights g iven t o them i n the various t a b l e , 
Assigning t h a t the d a i l y rate for a p a r t i c u l a r Job i s 
Rs.40«00. The apportionment of t h i s amount t o the d i f f e r e n t 
f a c t o r s according to t h e i r r e l a t i v e importance t o t h e job 
would be done as undert 
Apportionment of Dai ly Wage Rate of Factor 
Factor Re la t ive Weights Portion of Wage Control 
12 
10 
10 
8 
100% 40 .00 
Skill 
Effort 
Responsibility 
Working Conditions 
30% 
25% 
25% 
20% 
2;, u 
The above mentioned procedure i s followed w i t i l the 
daily wage rates for a l l jobs included in the jcA) evaluation 
have been dis tr ibuted. After plot t ing these breakdowns in 
the wage apportionment table , the next thing i s to prepare 
a new ranking, showing the v e r t i c a l ranking of wage rates 
under each factor. This kind of specimen i s presented in the 
following tab le . 
WAGE APPORTIONMENT AND RANKING 
Jobs 
Tool and 
Die make 
Mechanis t 
Carpenter 
Mal i 
Sweeper 
D a i l v 
wage 
Rate(Rs) 
50 
45 
40 
35 
30 
S k i l l 
Rank 
1 
2 
3 
4 
5 
Wage 
r a t e 
R s . 
1 5 . 0 0 
1 3 , 5 0 
1 2 , 0 0 
1 0 . 5 0 
9 . 0 0 
E f f o r t 
Rank Wage 
r a t e 
Rs. 
1 
2 
3 
4 
5 
1 2 . 5 0 
11 .25 
1 0 . 0 0 
8 .75 
7 . 5 0 
R e s p o n s i -
b i l i t y 
Rank Wage 
rgte 
1 
2 
3 
4 
5 
1 2 . 5 0 
1 1 . 2 5 
1 0 . 0 0 
8 . 7 5 
7 . 5 0 
Working 
C o n d i t i o n 
Rank Wage 
1 
2 
3 
4 
5 
1 0 . 0 0 
9 . 0 0 
8 , 0 0 
7 .00 
6 . 0 0 
A factor comparison worksheet used in s e t t i n g up the 
key job rating s c a l e . Rank niamber 1 i s for the job having 
the highest amount of the factors and higher wage rate and 
5 i s the lowest. 
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This kind of ranking is possible only when weights 
given to all factors are equal in case of all jobs, other-
wise it would differ substantially as given in the following 
tablet 
WAGE APPORTIONMENT AND NEW RANKING 
J o b s 
Tool and 
Die make 
M e c h a n i s t 
C a r p e n t e r 
Mal i 
Sweeper 
D a i l y 
Wage 
r a t e 
50 
45 
40 
35 
30 
S k i l l 
Wage 
(RS) 
1 5 , 0 0 
1 3 , 5 0 
1 2 , 0 0 
1 0 . 5 0 
9 , 0 0 
Rank 
1 
2 
3 
4 
5 
E f f o r t 
Wage 
(Rs) 
1 2 , 5 0 
9 , 0 0 
1 0 , 0 0 
7 . 0 0 
7 , 5 0 
Rank 
1 
3 
2 
5 
4 
R e s p o n s i b i -
l i t y 
Wage Rank 
(Rs) 
1 0 , 0 0 
1 1 . 2 5 
8 . 0 0 
8 .75 
6 .00 
2 
1 
4 
3 
5 
Working 
C o n d i t i o n 
Wage Rank 
(RS) 
1 2 , 5 0 1 
1 1 . 2 5 2 
1 0 . 0 0 3 
8 , 7 5 4 
7 , 5 0 5 
The new ranking given in wage apportionment and the 
ranking given in factor comparison are then compared as a 
cross check to. find out discrepancies, if any, and adjust-
ments are made to bring rank order and rate assignment into 
their correct relationship by making some changes in horizon-
2 6 
tal relationship, 
2 6. Laham, op.cit., p.197. 
u ' 
once these adjustments are made the tab le i s ready 
for use . The non-key jobs are measured aga ins t the key 
jobs in the factor-comparisicMi t ab le and they are f i t t e d 
in to the t a b l e accord ing ly . The t o t a l value of each i s 
determined by adding the values assigned to each of i t s 
re levant f a c t o r s . The jobs are arranged according t o 
t h e i r v a l u e s . 
I f the Job of a he lper i s to be evaluated with the 
he lp of factor-comparison t ab l e . The s k i l l of a helper i s 
t h a t 
compared with the s k i l l of key jobs and found/ i t can r i g h t l y 
be placed between the s k i l l of a carpenter and a Mali . The 
wage apportionment fo r the s k i l l fac tor of the he lpe r would 
be somewhere between '« 12,00 and Rs 10,50. The committee has 
to take decis ion regarding the exact amount. Normally an 
average of the two (12,00 + 10,50/-2 • 11,25) i s assigned 
to the s k i l l f a c t o r of the h e l p e r ' s j o b . Similar ly o ther 
f ac to r s l i k e e f f o r t , r e s p o n s i b i l i t y and working condi t ions 
of helper are compared with those of key j obs . The wage 
apport ions are thus added to determine the worth of the 
job of a he lpe r , 
jobs 
Other non-key/are added to the fac tor comparison 
scale in the same fashion. Evaluation of non-key joos 
become e a s i e r as more and more jobs are evaluated and 
added to the s c a l e . The o r ig ina l key jobs gradually lose 
t h e i r importance as the l i s t i s made exhaustive and they 
^ J \J 
a re considered as merely s t a r t e r of the factor-comparison 
s c a l e , otherwise i n o the r respects they are s imi l a r t o 
o the r jobs on the scale« 
^^vqntages and Disadvantages of factor-Comparison Methodt 
1, The bas i c advantage i s t ha t i t involves job to job 
comparison. This i s done in a very log ica l manner 
by comparing jobs on conparable f a c t o r s , 
2 , This does no t simply show the r e l a t i v e d i f fe rence 
of worth among the jobs compared^ bu t a l so the money 
value of the j o b s , 
3 , Once the factor-comparison scale i s developed, i t 
becomes r e l a t i v e l y e a s i e r t o use in eva lua t ing 
non-key Jobs , 
Pisadvantaqes; Some of the disadvantages of t h i s method 
are as follows* 
1 , Se lec t ion of key jobs i s a d i f f i c u l t t a sk . Any mistake 
committed i n the process of s e l ec t ing key jobs 
w i l l destroy and inval ida te the e f fec t ivness of t h i s 
system, 
2 , In t h i s method presen t wages are used as a b a s i s of 
sca le development. Any change in wage r a t e s due to 
economic f luc tua t ions or other reasons would make 
the comparison scale lose i t s relevance in s e t t i n g 
the job r a t e s . 
2[i'* 
3, Any change in the duties and respteisibilities 
of a key job included in the evaluation plan 
may also lessen its effectiveness. 
4, The construction of a comparision scale and its 
understanding by the employees is difficult one. 
Wage rates are also apportioned arbitrarily. 
5, Finally, it is time consuming and cumbersome. 
Job evaluation is useful in a number of ways, to 
an organization. 
1, The determination of the relative worth (value) 
of jobs helps in minimising if not totally 
eliminating inequities in the available wage 
structure, once it is done new jobs can easily 
be fitted into the present wage structure. 
2, The various kinds of problems and grievances related 
to wages and work loads can also be minimised or 
eliminated and thus Job evaluation lelps in improving 
industrial relations, 
3, Job evaluation eliminates unfair wage levels and thus 
improves the morale and motivation of workers. This 
provides for a more impersonal and objective standard 
and a clearer basis for negotiation and bargaining 
for both the parties. 
29^ 
4, It helps to identify the weaknesses and mistakes 
committed in placement in terms of discrepancies 
in skills and potential required by the job and 
available in the incumbent and thus helps management 
in in^roving the placement by having a best fit from 
both the points of view, 
5, The different kinds of informations collected in the 
process of job evaluation can also be used in improving 
various personnel functions^ such as selection, training, 
promotion, transfer, safety programmes and so on. 
Job evaluation is not without its limitations and 
short comings. They ax^ as followss 
1, Determining relative worth of jobs in an organization 
is a costly and time consuming device, 
2, Most of the methods of Job evaluation do not accommo-
date for technical changes, economic fluctuations and 
others. They are generally not flexible, 
3, inspite of being impersonal and objective, subjectivity 
and arbitrariness are involved in many ways. 
Despite these limitations many organizations in industr-
ially advanced countries have shown increasing interest 
in making use of job evaluation. Some of these weakn-
esses can be overcome by making improvements by using 
combination of two or more of these methods. 
2 U d 
WAGE POLICY AND POLICY PROBLEMS: 
In the absence of a sound wage p o l i c y , wages a r e 
g e n e r a l l y de termined a r b i t r a r i l y w i thou t t ak ing c a r e 
of the over a l l wage s t r u c t u r e , whi le i t s p re sence r e s u l t s 
i n t o a s y s t e m a t i c p rocedure f o r e s t a b l i s h i n g a sound 
compensation p l an and sound s t r u c t u r e . This he lps i n r educ ing 
wage i n e q u i t i e s and l e a d s t o a good wage and s a l a r y a d m i n i s -
t r a t i o n programme which r a i s e s employee morale and r educes 
i n t e r - i n d i v i d u a l and i n t e r - g r o u p f r i c t i o n and c o n f l i c t . I t 
a l s o h e l p s in s e t t i n g wages a t a l e v e l h igh enough t o e n a b l e 
the company t o a t t r a c t and r e t a i n good employees b u t no t so 
h igh t o £ause unneces sa ry burden and f i n a n c i a l s t r a i n on 
the company. I t a l s o m o t i v a t e s p e o p l e t o work f o r i n c r e a s e 
in pay and t o g e t p romot ions , r educe union and employee ' s 
g r i e v a n c e s . F u r t h e r , i t e n a b l e s management t o e x e r c i s e 
c e n t r a l i z e d c o n t r o l ove r t h e second l a r g e s t i t em of c o s t : 
27 t h e wage and s a l a r y b i l l in t h e o r g a n i z a t i o n . 
The wage p o l i c i e s of d i f f e r e n t companies, though 
common in many ways s t i l l v a ry from one a n o t h e r . For 
i n s t a n c e , marg ina l ccxnpanies a g r e e to pay only minimum 
n e c e s s a r y t o a t t r a c t t h e r e q u i r e d number and type of p e o p l e . 
Most of the t ime t hey pay minimum as r e q u i r e d by t h e c e n t r a l 
2 7 . S t r a u s s and S a y l e s , P e r s o n n e l , PH. 1977, p p . 5 5 3 - 5 4 . 
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and s t a t e laws, l i k e the Mininium wage Act, 1948, in our 
country which r equ i r e s employers coining within the perview 
of t h i s piece of l e g i s l a t i o n not t o pay l e s s than miniznxim 
speci f ied by Hie s t a t e governments from time to time, 
which a lso va r i e s from s t a t e to s t a t e . 
On the o the r extreme the re are organiza t ions which 
prefer to pay well above the p r e v a i l i n g wage r a t e s in the 
same indust ry in t he same l o c a l i t y or the labour market as 
a whole. They wish t o go for such po l i cy t o a t t r a c t and 
r e t a i n the h ighes t c a l i b r e work force t h a t can be obta ined . 
By doing so, the management expects super ior performance from 
i t s super ior employees, thereby achieving the economy of high 
payments. Because g r e a t e r production per employee due t o 
t h e i r increased e f f i c i e n c y would r e s u l t i n t o g r e a t e r output 
per hour leading to l e s s e r labour cost per u n i t . Which would 
u l t ima te ly be s e t t i n g off -ttie high sa la ry cost as a v^o le . 
Some companies may a l s o decide t o pay high wage r a t e s 
because of a favourable product demand, b e t t e r a b i l i t y to 
pay and s t rong barga in ing power of the xinion. 
These have been two extreme types of p o l i c i e s but 
s t i l l there i s one most common type of wage po l icy , prevalent 
in a vast majori ty of the o rgan iza t ions . Most of the 
companies, ins tead of going to the e i t h e r of the extremes 
p re fe r to be compet i t ive in t h e i r wage po l i c i e s and programmes. 
')( : ; j , 
i . e . they dec ide t o pay some where n e a r the doing r a t e i n 
the l a b o u r marke t , f o r d i f f e r e n t c l a s s e s of workers t hey 
p r o c u r e . In f a c t , t hey wish to employ a r easonab ly good 
q u a l i t y and to pay them f a i r l y and e q u i t a b l y so t h a t t hey 
may f e e l t h a t t hey a r e p a i d p r o p e r l y . They t r y t o avoid 
wage i n e q u i t i e s , a p o t e n t i a l source of employees ' d i s c o n -
ten tment and d i s s a t i s f a c t i o n in t h e o r g a n i z a t i o n . Thus 
ma jo r i ty of a l l f o r m s ' s gave g r e a t e r weightage t o wage 
c r i t e r i a l i k e job r e q u i r e m e n t s and going r a t e s of payment 
in the l a b o u r m a r k e t . Other f a c t o r s l i k e demand and 
supp ly , c o s t of l i v i n g , a b i l i t y t o p a y , p r o d u c t i v i t y , 
g e o g r a p h i c a l d i s p e r s o n e t c . a r e normal ly given only secondary 
or t e r t i a r y s t a t u s , a l t h o u g h s p e c i a l c i r cums tances may fo rce 
any one of these f a c t o r s c r i t e r i a t o be in t h e fore f r o n t 
may be fo r s h o r t t e r m . 
Job e v a l u a t i o n programmes a r e g e n e r a l l y adopted t o 
formulate a sound wage p o l i c y , in o r d e r t o e s t a b l i s h f a i r 
wage d i f f e r e n t i a l s based upon d i f f e r e n c e s in j ob c o n t e n t 
and job requ i rements and a l s o t o reduce i n e q u i t i e s t h e r e b y 
28 
m a i n t a i n i n g i n t e r n a l c o n s i s t e n c y . 
P e r i o d i c a l wage surveys can a l s o be r e s o r t e d t o i n 
o rder t o conform t o t h e going wage r a t e s and t he r eby ma in t a in 
28, Dale S. Beach, P e r s o n n e l - The Management of Popnli 
a t work. .Macmillan p u b l i s h i n g Co. I n c . M'-w Voric, T 
.1_£ 
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e x t e r n a l c o n s i s t e n c y a s has a l r e a d y been d i s c u s s e d 
e a r l i e r . However, t h e r e i s f a r more t o j o b e v a l u a t i o n 
than merely going th rough t h e mechan i ca l p r o c e d u r e s t h a t 
have been d e s c r i b e d i n the p r e v i o u s p a g e s , "Oiere i s no doubt 
t h a t i n fo l lowing t h e s e p rocedu re s management can t e n t a t i v e l y 
p u t each job in a j o b c l a s s i f i c a t i o n and f o r each c l a s s i f i c a -
t i o n i t can s e t a wage and s a l a r y r a t e . However, j ob e v a l u a -
t i o n can no t p rov ide f u l l y s c i e n t i f i c a l l y and o b j e c t i v e l y 
de t e rmined f a i r r a t e s , because even q u a n t i t a t i v e / o b j e c t i v e 
methods of job e v a l u a t i o n l i k e p o i n t system and f a c t o r 
comparison a re n o t comple te ly f r ee from s u b j e c t i v e p r o c e s s 
and t h e r e i s much room f o r d i s c r e t i o n , a r b i t r a r i n e s s , 
p e r s o n a l judgement and human e r r o r s . Even i f t h e management 
h a s t aken utmost c a r e i n the j ob e v a l u a t i o n p r o c e s s , i t i s 
n o t enough t o s t r i v e f o r complete l a b o r a t o r y l i k e o b j e c t i -
v i t y , which i s imposs ib l e i n tt\±s c a s e , r a t h e r what m a t t e r s 
most i s v ^ e t h e r t h e outcome of such and o t h e r s i m i l a r 
e x e r c i s e s r e s u l t i n t o a wage and s a l a r y s t r u c t u r e which 
meets t h e o b j e c t i v e s of a sound wage p o l i c y and wage 
a d m i n i s t r a t i o n , l i k e seem f a i r t o t h o s e who a r e concerned 
and a t t r a c t s and r e t a i n s enouc^ competent employees and 
m a i n t a i n s i n t e r n a l a s w e l l a s e x t e r n a l c o n s i s t e n c i e s e t c , 
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a s d i s c u s s e d in the beg inn ing of t h i s s e c t i o n . 
2 8 . S t r a u s s and S a y l e s , o p . c i t . p p . 5 6 4 - 6 5 . 
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DETERMINATION OF WAGES AND SALARY IN OIL REFINING INDUSTRY 
Af te r a g r e a t d e a l of d i s c u s s i o n on v a r i o u s i s s u e s 
r e l a t e d t o f i x a t i o n of wages and s a l a r i e s and a thorough 
c o n c e p t u a l a n a l y s i s , r e s u l t i n g i n a sound t h e o r e t i c a l 
framework, i t seems a p t t o s e e and examine a s t o how f a r 
t h e s e p r i n c i p l e s and procediores have been p u t t o p r a c t i c e s 
a s f a r as o i l r e f i n i n g i n d u s t r y i n g e n e r a l and I n d i a n O i l 
Co rpo ra t i on i n p a r t i c u l a r i s c o n c e r n e d . B e s i d e s , an a t t e m p t 
would a l s o be made t o f ind o u t t h e ways in which pay s c a l e s , 
d e a r n e s s a l lowance and o t h e r a l l owances a r e f i x e d i n 
c o r p o r a t i o n s and r e f i n e r i e s of t h e s a i d i n d u s t r y . 
So f a r as t h e c o n s t r u c t i o n of i n i t i a l wage s t r x i c t u r e s 
a r e concerned t hey have g e n e r a l l y been developed i n a 
t r a d i t i o n a l s t y l e , where in s u b j e c t i v e judgement and p e r s o n a l 
d i s c r e t i o n were more pronounced t h a n any k ind of o b j e c t i v e 
a n a l y s i s and s c i e n t i f i c e v a l u a t i o n . In t h e absence of any 
s c i e n t i f i c approach towards wage f i x a t i o n i t was q u i t e 
d i f f i c u l t t o j u s t i f y and give v a l i d r e a s o n s fo r wage d i f f e -
r e n t i a l s i f any . I t was a l s o d i f f i c u l t t o f i x up f a i r 
compensat ion commensurate with l a b o u r and s k i l l r e q i i i r e d 
and d i f f i c u l t i e s a s w e l l as h a z a r d s i n v o l v e d . Once t h e pay 
s c a l e s , whatsoever and howsoever, came i n t o e x i s t e n c e 
payment were made a c c o r d i n g l y . The f i r s t s t r u c t u r e unde r -
went s e v e r a l changes over t ime due t o t h e d i r e c t i v e s and 
g u i d e l i n e s i s s u e d by t h e Bureau of P u b l i c E n t e r p r i s e s , 
growing s t r e n g t h of unionism and changed ou t look of t h e 
management, which could be possible due to increased awareness 
of the changing profile of the nation, economy, industry 
manager, workers and their unions and the society at large, 
with the passage of time organizations of the workers 
came into existence. The workmen started demonstrating their 
power and strength under the auspices of different labour 
unions. Later on the Union representing the majority of 
the workers were granted recognition by the management of 
their respective refineries and corporations. The various 
recognised Unions assumed power to bargain with the manage-
ment on behalf of the workers of their respective units. 
Since then they started bargaining both individually and 
collectively for various units on important issues. In case 
of Indian Oil Corporation Ltd. Collective bargaining is held 
at two levels. One at refinery level and the other one at 
corporation level. In the former case bargaining takes 
place between the local Union(s) recognised by the local 
management for this purpose and the refinery management. 
Under this kind of bargaining process generally local 
problems and minor issues are dealt with. In later case 
all the recognised unions of various refineries and pipelines 
Divisions joining together form one party where as Indian 
Oil Corporation at the Head quarter forms another party. 
The various refineries and pipelines operating under 
IOC develop a chairter of demands after considerable 
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discussions and del iberations both a t the l eve l of Individual 
ref ineries and pipel ines and a l s o c o l l e c t i v e l y in the meetings 
of jo int consultation where in tiie charter ' i s given a f inal 
shape. The charter of demands contains mainly the issues l ike 
sca les of pay, deamess allowance and other allowances. These 
matters are se t t l ed through bargaining process in which 
representatives of workers as wel l as management take part. 
After a great deal of discussion on the issues and adopting 
the process of give and take where in various relevant 
factors l i k e nature of Jobs, cost of l i v i n g , wage prevalent 
in tiie indxistry and reglonwise wage rates , d irect ives and 
guidelines issued by the Bxireau of Public Enterprises etc 
are given fu l l consideration . Only then the matter i s 
s e t t l e d and f ina l ly the agreement i s signed by tiie part ies . 
The agreement i s generally signed for a period of three 
years . However, i t continues to be in operation even a f t e r 
the expiry of the period unt i l and unless agreement i s 
signed afresh and put in operation, i t remains open for the 
Union to submit a fresh charter of demands but not ear l i er 
than six months before the expiry of the present agreement. 
The Corporation agrees to consider and i n i t i a t e 
negotiations on the demands which may be received from the 
Unions, i f they are received within the stipulated time. 
However, no demand which re la tes to the period covered by 
the present settlement shal l be entertained. 
oOJ 
The agreement regarding the scales of pay, dearness 
allowance and other allowances once reached continues to 
be in operation without any material change during the period 
of agreement and even sometimes after till new agreement comes 
into vogue. The scales of pay remain constant. The fixed 
dearness allowance and other allowances remain unchanged 
except the variable Dearness Allowance which keeps-on 
changing in accordance with the change in the consumers 
price index (CPI) which is computed on the basis of changes 
in the prices of commodities over time taking the prices in 
a particular year as base. 
The various grades of staff and officers and the 
scales of pay given to them at present have been decided 
and implemented through an agreement between the management 
of IOC at the Head quarters and the representatives of workmen 
from various refineries and pipelines division. The workmen 
have been defined here as per the definition given in I.D. 
Act, 1947. According to which a "Worlanan" means any person 
(including an apprentice) employed in any industry to do any 
skilled or unskilled, manual, supervisory, technical or 
clerical work for hire or reward, whether the terms of 
employment be expressed or implied. 
The workmen have been classified into eight (8) 
grades whereas the officers have been divided and grouped 
into nine (9) grades. Their grades, scale of pay and some 
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t y p i c a l designat ions are presented in the following t a b l e : 
Grade Scale of Pay 
OFFICERS 
I 
H 
G 
Ss. 
Rs. 
Rs. 
4000-
3500-
3000-
-125-
-100-
-100-
-4500 
-4000 
-3 700 
Rs, 2650-100-3450 
Some t y p i c a l Designation 
Chief General Manager (Pj) 
General Manager 
Dy, General Manager (Tech) 
Dy, General Manager (Genl) 
Addl, F.C*/Dy« General 
Manager (P) 
Chief Personnel and Adinn. 
Manager/Chief Production 
Manager/Chief Finance Manager, 
Rs, 2350-100-3150 
B 
Rs. 2000-80-2880 
Rs, 1700-*70-1980-
75-2655 
RS.1300-.60-1840-
70-2400 
Rs.1050-50-1750-
60-2110 
Sr .Personnel & Admn. Manager/ 
Sr, Technical Services Manager/ 
Sr, Production Manager/ Sr. 
Mater ia l s Manager/Sr, Finance 
Manager, 
Personnel Manager/Process 
Manager/P & U Manager/ Main-
tenance Manager/Material 
Manager/Finance Manager. 
Dy, Manager (P & A) Process / 
Product ion/Maintenance/Elect , / 
Ins t ru raen ta t ion /Civ i l /Mate r i a l s , 
Sr .P,0, /Sr ,Admin Off ice r /Sr , 
Process/Production/Mechanical / 
E l e c t r i c a l / I n s t r u m e n t a t i o n / 
C iv i l Engineer /Sr ,Mater ia ls 
Officer/Sr.Accotint Of f i ce r . 
Personnel/Admn, Of f ice r /Process / 
Produc t ion /Mechanica l /E lec t r ica l / 
Ins t rumenta t ion /Civ i l Engineer/ 
Mater ia ls Officer/Account 
Off icer , 
;in, 
G r a d e 
STAFF 
I I 
I I I 
IV 
VI 
VI I 
V I I I 
S c a l e o f p a y 
R s . 4 2 1 - 1 1 - 5 4 2 - 1 2 - 7 1 0 
R s , 4 3 0 - 1 1 - 5 4 0 - 1 3 - 7 4 8 
R s . 4 7 5 - 1 3 - 6 1 8 - 1 4 - 8 2 8 
R s , 5 0 5 - 1 4 - 6 5 9 - 1 6 - 8 9 9 
R s . 5 4 0 - 1 7 - 7 1 0 - 2 0 - 9 1 0 
- 2 2 - 1 0 6 4 
Rs.595-20-81 5-14-
1079-28-1219 
RS.64 0 - 2 4 - 8 8 0 - 3 0 -
1 1 8 0 - 3 5 - 1 4 2 5 
Rs.700-30-1000-36-
1144-45-1459-50-
1659. 
Some typical designations 
Messenger, Watchman, Sweeper, 
Cleaner, General Helper, Bus 
Conductor, Sharmik. 
Head Jamadar, Yardman, 
Duplicating Machine Operator, 
Daftari, Cook, Operator, 'E' 
Sampler. 
Typist/Clerk, Tracer, Tele-
phone Operator, Driver, 
Compounder, Operator 'D', 
Technician Grade IV. 
Sr.Clerk/Typist, Jr.Steno-
grapher, Receptionist, 
Operator 'C Tech, Gr.III, 
Plumber, Wireman, 
Office Asst. Stenographer, 
Accounts Asstt, Cornputist, 
Time keeper, operator 'B' 
Tech. Gr, II Loco Driver. 
Sr, Assistant, Personal Asst, 
Head Time Keeper, Operator 'A' 
Turt) ine/B oiler/Attendant 
Tech. Gr, II, 
Superintendent, Private 
Secretary Gr, II, Accountant, 29 
DEARNESS ALLOWANCE 
The d e a m e s s a l l o w a n c e p a y a b l e t o o f f i c e r s o f t h e 
C o r p o r a t i o n h a s been f i x e d a t R s , 4 7 7 / - a s on 1 , 8 , 8 2 r e l a t e d 
t o AICPI-459 ( S i m l a S e r i e s 1 9 6 0 - 1 0 0 ) , 
2 9 , Handbook of R u l e s & R e g u l a t i o n , IOC, R&p D i v i s i o n , 
New D e l h i , p p , 3 - 5 . 
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The v a r i a t i o n i n t h e quantxan of Dearness Allowance 
p a y a b l e t o o f f i c e r s w i l l be i n a c c o r d a n c e wi th t h e R s , 1 . 3 0 / 
c p / n e u t r a l i s a t i o n formula t o be a d j u s t e d q u a r t e r l y on t h e 
b a s i s of t h e s i x monthly average o f Cpl as i n d i c a t e d below: 
E f f e c t i v e Data 
J a n u a r y t o March 
A p r i l t o June 
J u l y t o September 
October t o December 
Six monthly CPI ave rage 
r e l a t i n g t o t h e months 
(P rev ious ) 
A p r i l t o September 
J u l y t o December 
October t o March 
J a n u a r y t o J u n e 
The D.A. a d m i s s i b l e t o o f f i c e r s a s on 1 .1 ,85 was 
R s , 6 2 9 . 1 0 . 
There i s a f i xed D.A. payab le t o s t a f f i n d i f f e r e n t 
pay r a n g e s . This f i x e d D.A. i s l i n k e d t o t h e A l l I n d i a 
working c l a s s cons\imer p r i c e Index Number 352 (Simla 
S e r i e s w i t h base y e a r 1960=100). The f i x e d DA a p p l i c a b l e 
t o t h e d i f f e r e n t pay ranges i s as f o l l o w s : 
Pay r ange (Fixed) Dearness Allowance for workmen of G a u h a t i , 
G u j r a t , Hald ia , Mathura 
r e f i n e r i e s , Hqrs, C a l c u t t a , 
Bombay Off ices and KAPL, 
HI-IRB, MJPL & SMPL 
(For worJanen 
of B a r a u n i 
R e f i n e r y , GSPL 
& BKPL) 
Upto 499 
5 0 0 - ' 
506-519 
179.50 
199.60 
224-60 
140 
160 
135 
contd . 
520-530 
531-539 
540-550 
551-557 
558-565 
566-573 
5 74-595 
596r605 
606-62 0 
621-805 
806 and above 
229,60 
234,60 
239.60 
244.60 
254.60 
264,60 
269.60 
279.60 
284.60 
299.60 
309.60 
190 
195 
200 
205 
215 
225 
230 
240 
24 5 
260 
270 
VARIABLE DEARNESS ALLOWANCE 
(a) Va r i ab l e Dearness Allowance f o r t h e workmen Gauha t i , 
G u j r a t , Ha ld ia and Mathura r e f i n e r i e s , C a l c u t t a R & P 
q u a r t e r s . P i p e l i n e s Hqrs , Cha i rman ' s O f f i c e , R & D C e n t r e , 
HMRB-PL-SMPL-KAPL & MJPL. 
In a d d i t i o n t o t h e f ixed DA f o r e v e r y f u l l p o i n t 
d e c r e a s e or i n c r e a s e i n the q u a r t e r l y ave rage o r CPI 
beyond 352, v a r i a b l e Dearness Allowance i s i n c r e a s e d / 
d e c r e a s e d @ Rs .1 .30 p e r p o i n t . The r a t e of VDA was Rs .304 .20 
a s on 3 1 . 1 . 8 5 . 
(b) V a r i a b l e DA f o r the workmen of B a r a u n i , G a u h a t i , 
S i l i g u r i P i p e l i n e s and Barauni-Kanpior P i p e l i n e s . 
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In a d d i t i o n t o f i xed D.A., f o r any i n c r e a s e / d e c r e a s e 
in the q u a r t e r l y ave rage of CPI by 3 f u l l p o i n t s , v a r i a b l e 
Dearness a l l owance i s i n c r e a s e d / d e c r e a s e d by 2.5% of b a s i c 
pay s u b j e c t t o a maximum of R s . 5 / - , The r a t e of DA was 
Rs . 390.00 a s on 3 1 . 1 . 1 9 8 5 . ^ ° 
Apart from t h e s e t h e r e a r e s e v e r a l a l l owances 
a p p l i c a b l e t o o f f i c e r s and s t a f f of t he c o r p o r a t i o n which 
w i l l be c o n s i d e r e d xinder t h e c a p t i o n of Fr inge b e n e f i t s . 
WAGE AND SALARY IN CRL 
CRL c o n s t r u c t e d i t s wage s t r u c t u r e a f t e r c o n s i d e r i n g 
v a r i o u s i m p o r t a n t f a c t o r s such as n a t u r e of the j o b , deg ree 
of s k i l l s xrequired f o r e f f e c t i v e performance of t h e j o b , 
h a z a r d s invo lved , t h e c o n d i t i o n s under which t h e j o b has t o 
be performed and t h e wages p r e v a i l i n g i n t h e r e g i o n e t c . The 
i n i t i a l wage s t r u c t u r e has undergone a l o t of a l t e r a t i o n s 
as a r e s u l t of v a r i o u s long term s e t t l e m e n t s between t h e 
management and t h e Employees A s s o c i a t i o n . The p r e s e n t wage 
s t r u c t u r e a l s o depends on mutual agreement under which 
t h e s c a l e s of pay f o r the workmen a r e d i v i d e d i n t o s i x 
g r a d e s . 
Besides t h e s e grade of pay s c a l e s t h e r e a r e v a r i o u s 
a l lowances a t t a c h e d t o them. For example, Dearness Allowance 
A d d i t i o n a l Dearness Allowance and o t h e r a l l o w a n c e s . The wage 
3 0 . IOC Handbook o p . c i t . , p p , 5 - 7 . 
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s t r u c t u r e of CRL compares very favourably with o the r 
companies reglonwise as well as Industrywlse . This Is 
j u s t i f i e d because of the high produc t iv i ty of the company, 
CRL has adopted a t ime-ra te system of wage ca l cu l a t i on 
which Is paid on monthly b a s i s . The pol icy adopted by CRL 
I s one of "No work no pay". "Hie s a l a r y i s based s t r i c t l y on 
the time-worked. For t h i s purpose, the s.-nallest u n i t of 
time counted i s ha l f an hour. The wage r a t e which i s obtained 
by d iv id ing the b a s i c wage by the number of normal working 
hours , i s mul t ip l i ed by the t o t a l hours worked to ge t the 
monthly wage. The var ious allo*7ances and deductions a re 
added t o t h i s to g e t the sa la ry of the month. 
The records used for the purpose of a sce r t a in ing the 
number of hoxirs worked a re mainly the signing in and s igning 
oa t sheets signed by the employees •tiiemselves and the time-
shee t s prepared by the Departmental Heads. These documents 
are forwarded t o the pay- ro l l s e c t i o n . In addi t ion t o these 
documents p a y - r o l l s ec t i on a l so rece ives the overtime sheets 
and the var ious allowances and deduction shee t s . After 
checking and cross-checking, the data a r e fed i n to the 
computer which pxinches out the p a y - r o l l s tatement of each 
employee . 
A notable fea ture of the CRL pay- ro l l system is the 
f a c i l i t y for the c a l c u l a t i o n of the cos t of each work done 
in CRL. The durat ion of work done on each work-order by 
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each employee can be ascertained from the time sheets 
ana lys i s . This facil i tates work-order costing, work-order 
budgeting and work order analysis and control . Besides the 
productive work-orders there is non-productive work order 
and one loss-of-pay work-order. The former is for authorized 
paid leave and the l a t t e r for the loss of pay leave. These 
two combined together reveal absenteeism. 
The procedures described in the foregoing paragraphs 
are meant for the calculation of wages of the workmen. The 
salary of the supervisory and managerial staff i s not 
governed by any of the time-sheets. Ihey are presumed to 
work as long as the work remains unfinished. They have ful l 
responsibi l i ty to ensure that the work is f inished. They may 
have t o work-over-time without any additional payment. 
Similarly they may take time-off without any deductions in 
t h e i r sa la ry . 
DEARMESS ALLOWANCE 
As a resul t of third long-term settlement dearness 
allowance in CRL ia linked with All India Consumer Price 
index Simla ser ies (1960=100), DA i s calculated a t the ra te 
of Rs. l .3o per point for the excess of the CPI average of 
over 200 poin ts . This i s calculated on quarterly b a s i s . 
For supervisory s taff the same is applicable subject to the 
condition that basic pay and DA does not exceed to a certain 
level per month. 
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I n o t h e r r e f i n e r i e s a l s o wage p o l i c y and p r a c t i c e s 
have been found t o be s i m i l a r i f n o t i d e n t i c a l h e n c e , 
wha t eve r has been d i s c u s s e d t i l l now can s a f e l y be g e n e r a -
l i s e d t o o t h e r r e f i n p ' r i e s and a p p l i c a b l e t o them t o a 
c o n s i d e r a b l e e x t e n t , 
FRINGE BENEFITS 
Fr inge b e n e f i t s in ti^eir p r e s e n t form sprang a s off -
s h o o t s of i n d u s t r i a l wage system t h e h i s t o r y of which can be 
t r a c e d s i n c e the second world war . In the Uni ted Kingdom 
f r i n g e b e n e f i t s germina ted as t h e b y - p r o d u c t s of i n d u s t r i a l 
r e v o l u t i o n s , i n f a c t , t h e r e were many f o r c e s which pushed them 
forward in t h e U.K. and e l sewhere in t h e w o r l d . These f o r c e s 
were: 
(a) S o c i a l a t t i t u d e of the employe r s ; 
(b) Wave of g o r a l pangs and soc io -economic p h i l o s p h e r s ; 
(c) S o c i a l we l fa re l e g i s l a t i o n s in Europe ; 
(d) American Trade Unions; 
(e) I n t e r n a t i o n a l Labour O r g a n i z a t i o n ; 
(f) Manager ia l Revo lu t ion ; 
(g) Behavioura l S c i e n t i s t s R e s e a r c h e s ; and 
(h) The concern of under-developed c o u n t r i e s . 
CONCEPTS AND SCOPE; 
Commonly speaking the term " b e n e f i t " d e s c r i b e s 
b e n e f i t s and s e r v i c e s o t h e r than wages, s a l a r i e s and 
a l l owances o f f e r ed by t h e employer to t h e employee as 
" F r i n g e " . But t h i s approach i s not w i t h o u t a p p o s i t i o n and 
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different people have different view points . Some defined 
benefi ts as "welfare expenses", others as "Wage Supplements", 
s t i l l others as "Sub-Wages" or "Social Charges". The ILO 
describes i t as under: 
Wages are often augmented by special cash benefits , 
by the provision of medical and other services, by payments 
in kind that f OZTT. a part of the wages for expenditure on 
the goods and services , in addition workers comonly receive 
such benefits as holidays with pay, low-cost meals, low cost 
housing e t c . Such additions to the wage proper are sometimes 
tha t 
referred t o as fringe benefi ts . Benefits have no re la t ions 
to employment or wages should not be regarded as fringe 
benef i ts , even though they may const i tu te a s igni f icant part 
31 of the worker's t o t a l income". 
If a workable definition has t o be developed which 
may su i t both the employees and to the employer and may 
re f lec t not only the benefits employees receive but also the 
extent to which they get them, we have t o define as under: 
Fringe benefits are those benefi ts and services which 
materially augment the welfare of the employees e i the r 
during the period of the i r services or even a f ter t h e i r 
retirement. Hence, we have to include within the scope of 
31 , ILO: International comparison of Real wages. 
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t h e f r i n g e b e n e f i t s , t h e fo l lowing i t e m s : 
( i ) Payments f o r t h e t ime n o t worked; 
( i i ) P r o f i t and o t h e r bonuses ; 
( i i i ) L e g a l i t y r e q u i r e d payments on s t a t u t o r y s o c i a l 
s e c u r i t y schemes; 
( i v ) Workmen compensat ion; 
(v) Welfare c e s s ; 
(v i ) Contr ibut iorB made by t h e employers urKier v o l u n t a r y 
schemes l i k e (a) p o s t - r e t i r e m e n t b e n e f i t (b) medical 
(c) e d u c a t i o n a l (d) c u l t u r a l (e) r e c r e a t i o n a l 
c o n t r i b u t i o n s . 
( v i i ) Monetary b e n e f i t s e q u i v a l e n t of f r ee l i g h t , w a t e r 
and f u e l e t c . 
32 ( v i i i ) Subs id i sed hous ing and s i m i l a r s e r v i c e s . 
Thus we f i n d t h a t one can n o t p r e p a r e an e x h a u s t i v e 
l i s t of f r i n g e b e n e f i t s . Moreover, i t i s r e a l l y v e r y 
d i f f i c u l t t o d i s t i n g u i s h and demarca te between t h e terms 
l i k e f r i n g e b e n e f i t s , l a b o u r w e l f a r e a m e n i t i e s and employee 
s e r v i c e s e t c . 
FRINGE BENEFITS IN IOC 
Various k inds of b e n e f i t s p rov ided by Ind ian O i l 
C o r p o r a t i o n to i t s employees a r e a s under : 
3 2 . K . J . P i l a i , A Theory of Fr inge B e n e f i t s , Lok Udyog, 
February IQ?! , p . 4 7 - 4 8 . 
o l *i 
(a) City Compensatory Allowance i s payable on pay as 
given below: 
Class of City Basic pay per month 
'A ' All pay ranges 
B- I ' Below Rs,250/-
Rate of Allowance 
8% of the b a s i c pay 
subject to a maximum 
Rs .75 / - pe r month, 
7.5% of the bas ic pay 
subject t o a minimum 
of Rs,6 and a maximxm 
of R s . l S / - p.m. 
B-2' 
Rs .250/- and above 
Below Rs.750/-
6% of the b a s i c pay 
subjec t t o a minimum 
of R s . l 5 / - and maximum 
of Rs ,50 / - pe r month, 
3,5% with a maximtun 
of Rs . lO/ - pe r month. 
Rs,750?^- and above Amount by which the 
b a s i c pay f a l l s shor t 
of Rs ,759/ -
Ni l 
(b) House Rent Allowance (HRA) 
House r e n t permiss ib le for metropol i tan c i t i e s l i k e , 
De lh i , Bombay, Ca lcu t t a and Madras i s 30% of the bas i c pay 
while for various c l a s s e s of c i t y such as ' A ^ ' B - l ' , • B - 2 « 
and ' C i t var ies between 25% to 15% of bas i c pay. No 
r e c e i p t i s required i f the claim of HRA does not exceed 
Rs .275/ - Rs.230/- and R s . l 7 0 / - for 'A' •D-1 ' and •B-2' c l a s s 
c i t i e s r e s p e c t i v e l y . Officers s taying in the v i c i n i t y of 
ref inery are e n t i t l e d to HRA t o the ex ten t of 15% of pay 
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sub jec t to the production of r e n t r e c e i p t . Employees 
s t ay ing in the v i l l a g e s a r e a l so e n t i t l e d for HRA a t 
a given r a t e , 
(c) House Rent Subsidy; Officers s taying in unc la s s i f i ed 
towns or v i l l a g e s not in a pos i t ion t o produce House Rent 
r e c e i p t are e n t i t l e d t o draw HRS a t the r a t e of 7% of pay 
sub jec t t o a maximum of Rs .70 / - per month Cw.e.f, 1,1.82) . 
Workmen l i v i n g in Gauhati and Baroda can e i t h e r draw 
HRS or HRA a t the r a t e appl icab le a s per c l a s s i f i c a t i o n s 
of town/c i ty . This option i s allowed t o workmen on i n d i v i -
dua l b a s i s provided they a re otherwise e n t i t l e d to HRA, 
Workmen l iv ing in v i l l ages in the v i c i n i t y of 
Ref iner ies or p ipe l i ne s Establ ishments , pumping s t a t i o n s 
or those l i v i n g a t places other than c l a s s i f i e d c i t i e s s h a l l 
be e n t i t l e d t o HRS a t the r a t e of 10% of t h e i r bas ic pay 
subjec t to a minimum of Rs ,50 / - and a maximum of Rs ,120/ -
per month. 
(d) Sh i f t Allowance; A workman who has t o work in r o t a t i n g 
s h i f t s is paid s h i f t allowance a t the ra te of Rs,2,5 pe r 
s h i f t . Officers who are required to work on r o t a t i n g s h i f t s 
a re a l s o e l i g i b l e for payments of s h i f t allowance (§> R s , 4 / -
per s h i f t . 
(e) Washing Allowance; Worrunen who have been provided with 
uniform are paid washing allowance 3 R3.14/- per month. 
This i s Rs .25/ - in case of o f f i c e r s . 
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(f) Free Tea/Tea Allowance; In l i e u of free t ea , tea 
allowance i s paid t o the workmen and o f f i ce r s ^ Rs .20 / -
and Rs ,25 / - r e spec t ive ly a t a l l l oca t i ons where subs id ised 
canteen fac i l i t i f^s are ava i l ab le and Rs .30 / - and Rs.3 5 / -
where f a c i l i t i e s do not e x i s t . 
(g) Special Allowance; Non-Officer employees working 48 
hours per week are paid spec ia l allovrance @ Rs ,2oo/ - pe r 
month, 
(h) p a t r o l l i n g Allowance; 'E'j Operators engaged in p a t r o l l i n g 
a re e n t i t l e d for p a t r o l l i n g allowance @ Rs,200/- pe r month, 
( i ) Cash Handling Allowance; Accounts Ass i s t an t , Senior 
Accounts Clerks , Jr .Account Clerks , required t o handle cash 
on regular bas i s w i l l be paid CHA ^ Rs,10/ , R s . 2 0 / - Rs ,30 / - , 
Rs ,40 / - and Rs ,50/ - per month for handling cash upto 
Rs,4000/-, 4 0 0 1 / - , 20000/- , R».20001/- , t o Rs .50 ,000/ -
Rs,50001/- , to Rs,1,00,000 and over Rs,1,00,000 r e s p e c t i v e l y . 
( j) Tanker Allowance ; Tanker allowance @ Rs ,25 / - for 
every block 12 hours continuous duty i s ava i l ab l e t o 
o f f i ce r s a t tending tanker discharge a t the j e t t y and 
svibject to c e r t a i n conditions, 
(k) Refreshment Allowance ; This allowance w i l l be payable 
to o f f i ce r s whose normal working hours a re 48 in a week and 
who are a t tending tanker discharge a t the end of j e t t y , 
working a t the r e f ine ry un i t s and p i p e l i n e s i n s t a l l a t i o n s 
when ca l l ed upon to a t t end duty continuously for 12 hours 
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or more. The rate of this allowance shall be Rs.lS/- per 
meal, 
(k) Conveyance Allowance to Blind & Handicapped Employees 
Orthopaedically handicapped employees with the minimxim 
presc r ibed d i s a b i l i t y and who genera l ly r equ i re phys ica l 
a s s i s t a n c e for going to and caning from the place of t h e i r 
duty or regular employees who are b l ind wi l l be granted a 
conveyance allowance of Rs ,75 / - p.m. This i s i n c l u s i v e of 
R s , 2 o / - p.m. allowed to workmen towards t r a n s p o r t expenses , 
(1) Compensatory Hi 11-cum-Winter-Allowance: Compensatory 
Hill-Cum-Winter-Allowance w i l l be payable to the o f f i c e r s 
of the corporat ion posted for l oca t ions which are a t an 
(above sea level ) 
a l t i t u d e of 1500 meters /or above for a per iod of s i x months 
from October to March every year a t a f i a t r a t e of Rs, 150/-
p,m, 
(m) Non-pract is ing Allov/ance: A non-p rac t i s ing allowance is 
payable to company's Medical Off icers in l i e u of p r i v a t e 
p r a c t i c e . The r a t e s of NPA w i l l be Rs .450/ - , Rs .500 / - , 
Rs .550 / - and Rs ,600/- p,m. for Grades 'A ' , ' B ' , • € ' , 'D' 
and above r e spec t i ve ly , 
(n) Heavy Equipment Allowance; I t i s paid a t the r a t e of Rs,15/" 
per day to the d r i v e r s in the p ipe l i ne s for opera t ing heavy 
equipments. 
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^o) ^ r a v e l l i n g Allowancet Employees of the company for the 
purpose of journey on o f f i c i a l duty can t r a v e l by c l a s ses 
as mentioned below: 
Grade i ; 
Employees in Grade 'D« and above Airconditioned/Air 
arade II; 
E m p l o y e e s d r a w i n g b a s i c p a y of 
R s . 7 0 0 / - and a b o v e i n t h e s c a l e 
b e l o w t h a t o f Grade •D* 
G r a d e I I I t 
Employees d r a w i n g b a s i c p a y b e l o w 
R s . 7 0 0 / -
F i r s t c l a s s by T r a i n 
Seccxid c l a s s by T r a i n 
DAILY ALLOWANCE 
(a) Daily Allowance i s payable to an employee i f he 
undertakes a journey beyond a rad ius of 8 tans on tour and 
the period of absence from h i s headquar ters exceeds 6 
consecut ive hours during the day . I f absence from the head-
q u a r t e r s i s for more than 6 hours bu t does not exceed 12 
hours half DA i s payable . But where absence exceeds 12 
hours , f u l l da i ly allowance i s payab le . 
(b) The r a t e s of d a i l y allowance for 'A' c l a s s c i t i e s 
v a r i e s between Rs .80 / - t o Rs.lOO/- for o f f i ce r s drawing 
Rs.1600/- to above than Rs.23oo/- and fo r non-off icers 
between R s . 3 5 / - to 5 5 / - for employees drawing l e s s than 
Rs .480/- t o more than Rs.740/- . Off icers and non-off icer 
supervisory s ta f f are a l so e n t i t l e d for compensation for 
performing addi t ional /extended du t i e s as per r u l e s . 
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(c) The variation an rates for daily allowance a t a l l 
other locations would be between Rs.70/- to Rs.90/- and 
between Rs.30/- to Rs.45/- respect ively. 
(d) For journeys a t halt ing places, the conveyance 
charges actually incurred are reimbursed stibject to certain 
l i m i t s . 
(p-a) Set t l ing Allowance : In case of t ransfer , s e t t l i n g 
allowance to the extent of one month's aalary (Basic + DA + 
NPA wherever applicable) subject to a minimxm of Rs.lSOO/-
and a maximum of Rs,3000/- i s payable in case of officers 
and for non-officers 30 days salary subject to a minimum 
of Rs,750/- and a maximum of Rs,125 0 / - , 
(p-b) Displacement Allcwance; An amoiont equal to daily 
allowance a t the rate admissible, while on tour to the 
s ta t ion to which an employee (officer or non-officer) is 
under transfer , i s payable for a period of 30 days. 
(p-c) Transit Allowance ; Payable a t the applicable ra te 
for the employee and ent i t led members of h is family i f the 
t ravel is undertaken by r a i l for the duration of r a i l 
t ravel only. The payment is (k 50% of the normal ra te in 
case of children ivit-h 1 alf ticl^et. 
Apart from these allowances concerning t rave l l ing , 
allowance for transporting goods, leading and un-loading 
charges, insurance charges for household, charges for excess 
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b a g g a g e a r e a l s o p a i d on p r e s c r i b e d r a t e s . I n c a s e of 
l o c a l t ransff= 'r i n v o l v i n g change i n r e s i d e n c e t r a n s f e r 
s e t t l i n g a l l o w a n c e & t r a n s p o r t a t i o n e x p e n d i t u r e f o r p e r s o n a l 
e f f e c t s a r e a l s o a v a i l a b l e t o t h e o f f i c e r s and n o n - o f f i c e r s 
a t n r e s c r i b e d r a t e s w i t h minimum and maximum l i m i t s , 
LEAVE TRAVEL GCNCESSIOK 
Leave T r a v e l C o n c e s s i o n i s a v a i l a b l e t o a l l e m p l o y e e s 
and t h e i r f a m i l y members a s d e f i n e d i n t h e LTC R u l e s on 
c o m p l e t i o n of one y e a r ' s c o n t i n u o u s s e r v i c e on t h e d a t e of 
j o u r n e y . I t i s a l l ov / ed once i n a p e r i o d of two y ^ a r s from 
Head q u a r t e r s t o Home Town and V i c e - v e r s a . The c o n c e s s i o n 
v;hich i s n o t a v a i l e d d u r i n g t h e b l o c k y e a r s may be a v a i l e d 
i n t h e f i r s t y e a r of t h e n e x t b l o c k . 
O f f i c e r s and t h e i r f a m i l i e s , in any g i v e n b l o c k 
p e r i o d of two y e a r s , h a v e t h e o p t i o n of a i o a i l i n g of LTC 
f o r any p l a c e i n I n d i a i n l i e u of home t o v m . A n o n - o f f i c e r 
h a s t h e o p t i o n i n t h e a l t e r n a t e b l o c k s t o v i s i t a n y p l a c e 
i n I n d i a i n l i e u of Home Town. 
LTC i s a d m i s s i b l e t o an employee d u r i n g r e g u l a r t r 
c a s u a l l e a v e w i t h o u t a n y minimum l i m i t on t h e l e a v e t o b e 
t a k e n . 
N o n - O f f i c e r s h a v e t h e o p t i o n e i t h e r t o a v a i l of 
LTC o r c l a i m lump sum payment i n l i e u of LTC. The e x t e n t 
of f n c a s h m e n t would b e 65% of 1 s t C l a s s t r a i n f a r e and 75% 
vJ k^ A. 
of t r a i n f a r e by second c l a s s f o r a maximum of 3000 kms 
on round t r i p . O f f i c e r s can g e t cash in l i e u of LTC t o 
t h e e x t e n t of 65% of t r a i n f a r e by 1 s t c l a s s f o r a d i s t a n c e 
of 2500 Kms each way. 
INCENTIVE FOR ACQUIRING ADDITIONAL QUALIFICATION 
The company p r o v i d e s i n c e n t i v e s by way of one t i m e 
lump sum payment of R s . 2 5 0 0 / - f o r g r o t ^ 'A* q u a l i f i c a t i o n 
and Rs.lOOO/- fo r a c q u i r i n g group ' B ' a d d i t i o n a l q u a l i f i c a -
t i o n in t h e r e l e v a n t a r e a s of t h e i r a c t i v i t i e s . 
Group 'A' q u a l i f i c a t i o n s i n c l u d e BE/AMIE/AMICE/AMHM 
ICWA, M.B.A. e t c and group ' B ' i n c l u d e s Diploma i n Engg. 
1 s t c l a s s B o i l e r P r o f i c i e n c y C e r t i f i c a t e and M a s t e r in 
S o c i a l work. 
LONG SERVICE AWARDS 
The c o r p o r a t i o n g ive s a l o n g s e r v i c e award t o i t s 
r e g u l a r employees on r ende r ing good and s a t i s f a c t o r y s e r v i c e , 
s e r v i c e i 'or r e n d e r i n g 20 y e a r s of good and s a t i s f a c t o r y / a w r i s t watch 
s u b j e c t t o t h e maximum c o s t n o t exceeding R s . 5 0 0 / - , 
Award t o be g iven on Superanna t ion a f t e r r e n d e r i n g a minimum 
of 10 y e a r s of good and s a t i s f a c t o r y s e r v i c e can be any 
a r t i c l e ( s ) a s p e r t h e cho ice of t h e employee sxabject t o 
t h e maximum c o s t n o t exceeding t o Rs . lSOO/ - . 
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LEAVE: 
The fo l lowing types of l eave a r e ad.-nissible t o the 
empldjyees of I n d i a n O i l Co rpo ra t i on : 
( i ) Earned Leave : Employees a r e e n t i t l e d f o r Earned Leave 
w i t h f u l l pay and a l lowances a t the r a t e of 8 days f o r each 
completed q u a r t e r , 3/4 of which i s e n c a s h a b l e and 1/4 
n o n - e n c a s h a b l e . The maximum Earned l e a v e t h a t can be a c c u -
mulated i s upto 180 days . 
( i i ) S p e c i a l Earned Leave: Teaching and n o n - t e a c h i n g 
v a c a t i o n s t a f f of d e p a r t m e n t a l l y run and managed s c h o o l s 
a r e e n t i t l e d t o s p l . Earned Leave @ 5 days p e r yea r which 
can be accumulated upto 30 days and i s not e n c a s h a b l e . 
( i i i ) M a t e r n i t y Leave; Female employees a re a l lowed m a t e r -
n i t y l eave for a pe r i od of 3 mai ths and f o r 6 weeks i n case 
of m i s c a r r i a g e o r a b o r t i o n an the b a s i s of Medica l 
C e r t i f i c a t e . 
(vi ) Sick Leave: 2 0 days s i c k l eave on h a l f pay i s a l lowed 
f o r each completed y e a r s of s e r v i c e . This can be accxjmulated 
i n t o f u l l pay l eave fo r 240 days i n e n t i r e s e r v i c e . 
(v) Casua l Leave : Casua l Leave i s p e r m i s s i b l e f o r 10 days 
i n a c a l e n d e r y e a r , which w i l l l apse a t t h e end of yea r i f 
n o t a v a i l e d . This l e a v e can be combined wi th o t h e r k i n d s of 
l e a v e . 
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Apart from leaves mentioned above the following 
leaves are also permissible to the omployees of the cor-
poration, 
(vi) Special Casual Leave; Special sick leave, special 
leave for seriotis and prolonged sickness, extra ordinary 
leave without pay, study leave without, pay. Leave not 
due. Special leave without pay for female employees. Special 
compensatory off to officers. Compensatory off to workmen, 
Diability leave and special leave to Drivears. 
FRINGE BENEFITS IN CRL: 
CRL management is seriously interested in the well-
being of its employees and is willing to assist them in 
finding out the solutions of their personal problems. The 
company has a policy of helping employees to keep their 
mind and soul together. There are a number of facilities 
and programmes in CRL which may be grouped as "Employee 
services". 
Benefit^^ CRL does not lag behind in any of these respects. 
The various kinds of benefits available to CRL employees 
are as under: 
( i ) House Rentx Workmen ge t t ing pay sca les in the f i r s t 
th ree grades who are occupying company's qua r t e r s pay house 
r en t @ 7,5% of t h e i r bas i c pay. Al l o thers pay house ren t 
a t the r a t e of 105^  which i s subject to the c e i l i n g r e n t 
appl icable for each type of house, 
( i i ) House Rent Assistance;Workmen who could not be a l l o t e d 
co:npany* s quar te r a re e l i g i b l e for House Rent Ass is tance , 
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Such workmen a r e re imbursed r e n t p a i d by them i n e x c e s s 
of 10% of t h e i r b a s i c pay upto 15%, Upto a c e r t a i n l i m i t 
t he workmen does n o t have to produce house r e n t c e r t i f i c a t e 
b u t r.'Y r ] a im beyond t h a t l i m i t must be suppor t ed by a r e n t 
r e c e i p t and the workman has t o b e a r the f i r s t 10% of b a s i c 
so t h a t t he t o t a l HRA w i l l be l i m i t e d to 25% of t h e b a s i c 
pay: 
( I I I ) H o u s e Bui ld ing Loans As p e r t h i r d long term s e t t l e m e n t 
s igned in 1977, the company was t o c o n s t i t u t e a House 
B u i l d i n g Fund, out of which Rs 15 l akh was to be s e t a s i d e 
t o be advanced a s l oan t o t h e workmen. Grant of Loan i s 
governed by such r u l e s and r e g u l a t i o n s framed by t h e 
company from time t o t i m e . 
(IV) Vehic le Loan F a c i l i t y : The company has e s t a b l i s h e d a 
scheme to advance l o a n s a t t h e r a t e of 6.5%simple i n t e r e s t 
t o employees fo r pu r shas ing c a r s / S c o o t e r s for t h e i r p e r s o n a l 
u s e . An amount up to 90% of t h e v a l u e of t h e v e h i c l e o r 12 
t imes the pay whichever i s l e s s e r can be a v a i l a e d of fo r 
such p u r c h a s e s . A l l s u p e r v i s o r s and managers a r « e l i g i b l e 
fo r motor c a r loans and a l l workmen f o r s c o o t e r l o a n . The 
l oan i s repayable in 48 and 60 equa l monthly i n s t a l m e n t s 
f o r s c o o t e r s and c a r s r e s p e c t i v e l y . The i n t e r e s t can be 
pa id w i th in one yea r a f t e r t he e x p i r y of t h e i n s t a l m e n t 
p e r i o d in bo th the c a s e s * 
(V) Conveyance Allowance: In a d d i t i o n t o t h e loan f o r 
purchase of v e h i c l e , the s u p e r v i s o r s and the managers a r e 
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a l s o provided with conveyance allowance amounting t o 
Rs 2 0 0 / / - for cars and Si 100/- for scoo te r s , 
(VI) Leave F a c i l i t i e s : The company gives nine paid hol idays 
in a y e a r . Thir teen c a s u a l / s i c k leave are also-Allowed, 
Workmen can carry 6 days leave out of t h i s t h r i t e e n days 
to h i s Casual Cum-Sick leave accumulation, if he so d e s i r e s , 
upto a maximum of 56 days which can be u t i l i s e d in the 
event of prolonged s i ckness . 30 days of p r iv i l ege leave in 
a year i s a l so allowed to each employee. This leave can be 
c a r r i e d forward upto 60 days, so t h a t accumulation a t any 
time w i l l not exceed to 90 days. Special leave with pay a re 
a l so granted to every workman for educat ional a s s i s t a n c e , 
t r a i n i n g and family planning e t c , 
(VII) Leave Travel Ass is tance: Employees and t h e i r immediate 
dependents are e n t i t l e d to reimbursement of t r a i n / b u s faire 
upto 500 kms round t r i p once in a block of two y e a r s . The 
fare i s l imi ted to four t i c k e t s . Workmen upto VI Grade of 
pay Scale are e n t i t l e d for Second c l a s s and above t h a t for 
1s t Class , 
(VIII)Home Travel Concession: Home '^ravel concession as 
app l icab le to Centra l Government employees i s a l so ava i l ab le 
to the employees of CRL. however, i t i s open only to the 
eTiployees who do not ava i l of leave Travel Assis tance in 
a block of tSfJo y e a r s , 
(IX) Uniforms; The company suppl ies uniforms to the secur i ty 
Staff, d r i v e r s , j a n i t o r s . Medical s t a f f , canteen s t a f f and 
mail mcssenners e t c . frep' of cos t . 
An Assessment 
Wage and s a l a r y adminis t ra t ion i s one of the most 
important ope ra t ive funct ions of, personnel management. This 
concerns with t h e problem of how much the anployees are 
paid in re turn of t h e i r se rv ices rendered to the organiza-
t i o n , the so lu t ion of which genera l ly l i e s on the thorough 
ana lys i s of a l l those fac to r s which affect such remvmeration, 
•Wages* have been defined as the aggregate earnings of an 
employee for a given per iod of time such as a day o r a week 
and are equal t o the product of a piece r a t e t imes the ntanber 
of p ieces or an hourly r a t e times the number of hours p lus 
any premium or bonus earned. While ' s a l a r y ' i s compensation 
t o an employee for personal se rv ices rendered on a weekly, 
monthly or annual b a s i s . 
There a r e two types of wages;nominal wage and r ea l 
wage, with r e spec t to t h e i r soc ia l purposes wages can a l so 
be c l a s s i f i e d as minimum wage, l i v i n g wage and f a i r wage. 
Methods adopted fo r t h e payment of wages could be time r a t e 
or piece r a t e . The bas ic p r inc ip l e s of wage payment consider 
seve ra l f ac to r s as inf luencers while determining the wages. 
These fac tors a r e : labour l e g i s l a t i o n s , labour market, 
geographical l o c a t i o n , cos t of l iv ing index, wage l e v e l , 
a b i l i t y to pay, p roduc t iv i t y , a t t r a c t i o n and r e t en t ion of 
employees and c o l l e c t i v e bargaining. 
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Employees in general are interested in in ternal as 
well as external consistency in the payment of wages. 
External consistency implies tha t wages are paid equally 
for the same kinds of job to a l l the workers performing 
similar jobs in the same industry operating in the same 
region. While internal consistency wants to achieve equality 
in payment for s imilar jobs within the organization. As far 
as external consistency i s concerned i t crould be achieved 
through wage surveys where as the maintenance of in ternal 
consistency requires a thorough job analysis and job 
evaluation. Broadly speaking there are two methods of job 
evaluation and each of them have two off-shoots. They are 
qxialitative and quant i ta t ive methods. Under the former 
method we have simple ranking and grading/job c lass i f i ca t ion 
methods and under the l a t t e r we have the point system and 
the factor comparison system. 
So far the question of wage and salary determination 
related pol ic ies in various ref iner ies are concerned 
i n i t i a l l y i t was done a rb i t r a r i l y but with the or igin and 
growth of laboxir unions, thei r regis t ra t ion and recognition 
most of the contractual issues are se t t led through mutual 
negotiations and col lect ive bargaining. While intering into 
agreements they t ry to take into consideration a l l those 
factors which are necessary to maintain external as well 
as internal consistency in the payment of wage, though they 
never undertook the comprehensive job evaluoticr exerc ises . 
J2C) 
By the agreement cu r ren t ly in operat ion IOC, the 
b igges t o i l Corporation has c l a s s i f i e d i t s wortanen i n to 
e i g h t grades (I t o VIII) whereas o f f i c e r s have been put into 
nine grades 'A' to I . Their sca les of pay vary between 
Rs.1050-50-1750-60-2110 for 'A' grade to Rs.4000-125-4500 
for I grade in case of o f f i c e r s . For workmen the s ca l e s of 
pay vary between RS.421-11-542-710 for grade I to Rs.700-
30-1000-36-1144-45-1459-50-1659 for grade VI I I . 
Apart from sca le s of pay they are a l so paid various 
types of allowances such a s DA, ADA or va r i ab l e dearness 
allowance e t c . lliey are paid o the r kinds of allowances 
under f r inge b e n e f i t s . These b e n e f i t s include c i t y compen-
satory allowance, house r e n t allowance, house ren t subsidy, 
s h i f t allowance, washing allowance, free t e a / t e a allowance, 
s p e c i a l allowance, p a t r o l l i n g allowance, cash handling 
allowance, tanker allowance, refreshment allowance, 
conveyance t o b l i nd and handicapped employees, compensatory 
Hill-cum-Winter allowance, non-prac t i s ing allowance, heavy 
equipment allowance, t r a v e l l i n g allowance, da i ly allowance, 
displacement allowance, t r a n s i t allowance and s e t t l i n g 
allowance, ISiey a l so a v a i l leave t r a v e l concession, 
incent ive for acquir ing add i t i ona l q u a l i f i c a t i o n s , long 
se rv ice awards, var ious kinds and types of leaves l i k e 
CL, EL, SEL, s i ck , materni ty , spec i a l casual leave e t c . 
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Cochin and other ref iner ies are also following 
more or less the same pat tern . Refineries in general are 
considered to be the good pay masters. They are in a 
position to provide various types of fringe benefi ts and 
incentives to the i r workmen which many other organization 
cannot. They can afford and are in a be t te r posit ion to 
maintain and even itr^rove renumerations and compensation 
to the i r employees because they are making huge p rof i t s 
and prof i t wise they are some where (within five) on the 
top among a l l Indian industr ies . 
O H A I > T E R - V I 
L A B O U R W E L F A R E A N D 
E M E > L O Y E E S E R V I C E S 
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CHAPTER-VI 
LABOUR WELFARE AND EMPLOYEE SERVICES 
All human being encounter one or the other problems 
in their day-today life. These problems may either be 
related to the work place or work situation or they may be 
related to the personal life and family of the workmen. 
There are many problems which are not directly related to 
the contractual responsibilities of the employer. Yet the 
employers realise the fact that an employee is a human 
being and as an individual he can not be expected to devote 
his undivided attention to his work if he is facing such 
problems or he is under troii>le. Such problems may include 
difficulties pertaining to housing or accomodation, inade-
quate medical facilities, transportation services, 
educational facilities, recreational provisions or seme 
other general needs which affect them as individuals, A 
good personnel policy adequately provides for dealing with 
such kinds of problems. These facilities are regarded as 
an evidence of management's interests in its employees and 
its willingness to assist them in finding solutions to 
their personal problems. Assistance of this kind is 
generally known as "employee welfare and employee services", 
Providing for employee welfare and employee services 
is one of the ways throuc^ which management tries to 
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d i s c h a r g e a p a r t of t h e s o c i a l r e s p o n s i b i l i t i e s i n h e r e n t 
i n t h e r o l e of t h e b u s i n e s s . Moreover, coTipanies p r o v i d e 
s e r v i c e s i n o r d e r t o i n s t i l up a f e e l i n g of group 
s o l i d a r i t y , b e l o n g i n g n e s s and g e n e r a l l o y a l t y t o t h e 
I o r g a n i z a t i o n . I t a l s o b o o s t s up employee mora le due t o t h e 
f a c t t h a t p l e a s a n t " o f f - t h e - j o b " r e l a t i o n s h i p s most p r c ^ a b l y 
make f o r " o n - t h e - j o b " good r e l a t i o n s a s i t i s s t a t i n g 
w i t h o u t h i r i n g t h e whole man. Once t h i s i s a c c e p t e d t h e 
management must r e a l i s e t h e f a c t t h a t o f f - t h e - j o b r e l a t i o n s 
can neve r be comple t e ly i s o l a t e d from o n - t h e - j o b r e l a t i o n s 
and s i m i l a r l y bo th o n - t h e - j o b and o f f - t h e - j o b problems a r e 
two f a c e s of t h e same c o i n . T h e r e f o r e , employee s e r v i c e s a r e 
b a s e d on t h e r e c o g n i t i o n of t h e worker a s htiman b e i n g and 
t h e accep tance of h i s i n d i v i d t i a l i t y a s b a s i c t o h i s p e r f o r -
mance on t h e j o b . I t i s , t h e r e f o r e , proposed t o d i s c u s s i n 
t h i s Chap te r t h e b a s i c concep t , t h e impor tance and t ^ p e s of 
employee s e r v i c e s and l a b o u r w e l f a r e a m e n i t i e s and t o 
examine and e v a l u a t e t h e p r o v i s i o n s made by t h e v a r i o u s 
u n i t s i n Hie o i l r e f i n i n g i n d u s t r y i n I n d i a , 
THE CONCEPT OF LABOUR WELFARE; 
The concept of l abour w e l f a r e i s n e c e s s a r i l y dynan ic 
i n n a t u r e which has been d i f f e r e n t l y i n t e r p r e t e d from t i m e 
t o t ime and c o u n t r y t o cotjntry and even in the -same coun t ry 
i t may d i f f e r from r e g i o n t o r e g i o n a c c o r d i n g t o i n d u s t r i a -
l i z a t i o n and g e n e r a l l e v e l of s o c i a l and economic development 
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It is, infact, a convenient term which covers all those 
aspects of industrial life that contribute to the well-being 
of the workers. According to the Report of Royal Coimiission 
on Labour "the term 'welfare* as applied to the industrial 
work is one which must necessarily be elastic, bearing a 
somewhat different interpretation in different country 
according to their social customs, the degree of industria-
lization and the educational development of the workers". 
According to the Encyclopaedia of Social Sciences "Labour 
Welfare implies the voluntary efforts of the employers to 
establish, within the existing indxistrial system, working 
and sometimes Living and cultural conditions of the employees 
beyond that is required by law, the custom of the industry 
and the condition of the market," 
Labour welfare activities include all services amenities 
and facilities which ai?e provided by the employer in or in 
the vicinity of the undertaking in order to enable the 
employees to perform their work in healthy and congenial 
surroundings and provide them with amenities conducive to 
good health and high morale. Balfour committee has enumerated 
the various activities as labour welfare activities. 
According to this committee, "in its widest sense, it 
comprises all matters affecting the health, safety, comfort 
1, The Encyclopaedia Social Sciences (Vol,XV) 1935, p,395. 
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and general welfare of the workmen and includes provision 
for education, recreation, thrift schemes, convalescent 
houses". 
The International Labour Organization (ILO), in 
its resolution of 1947, has defined Labour Welfare as 
"such services, facilities and amenities as adequate canteens, 
rest and recreation facilities, arrangements for travels to 
and from work and for the accomodation of workers employed 
at a distance from their houses, and such other services, 
amenities and facilities as contribute to Improve the 
3 
conditions under which workers are employed". 
The labour investigation committee of title Government 
of India clarifies the scope of welfare activities perhaps 
in the best manner. It says, "on our part in the past we 
prefer to include under welfare activities anything done 
for the intellectual, physical, moral and economic better-
ment of the workers whether by employer, by Government or 
by o*Uier agencies over and above what is laid down by law 
or what is normally exercised as part of the ccaitractual 
benefits for which the workers might have bargained. Thus 
under this definition we may include ho\ising, nutrition 
including provisions of canteen, facilities for rest and 
2, M.M. Verma & Agarwal, Personal Management and Industrial 
Relations. 
3, (a) For greater details please see the proceedings of 
the Second Asian Regional Conference of the ILO, 1950, 
(b) Quoted from the ILO resolution of 1947 as in the 
Report of the Committee on Labour welfare "Concept 
and Scope of Labour Welfare", Ministry of Labour, 
Employment and Rehabilitation, New Delhi, 1969, p,8. 
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r e c r e a t i o n , ccxjperat ive s o c i e t i e s , n u r s e r i e s and c r e c h e s , 
p r o v i s i o n fo r s a n i t a r y accomodation h o l i d a y s w i t h pay , 
s o c i a l i n s u r a n c e measures under taken v o l u n t a r i l y by employers 
a l o n e o r j o i n t l y wi th workers , inclxading s i c k n e s s end 
m a t e r n i t y b e n e f i t schemes, p r o v i d e n t funds g r a t u i t y and 
p e n s i o n e t c . " 
Thxss t h e term "wel fa re" i s a v e r y comprehensive term 
which may i n c l u d e any a c t i v i t y which i s connec ted w i t h t h e 
s o c i a l moral and economic b e t t e r m e n t of workers , p r o v i d e d 
by any agency- Government, employer employees o r any o t h e r 
a g e n c y . Such, a c t i v i t i e s may d i f f e r from c o u n t r y t o c o u n t r y 
r e g i o n t o r e g i o n in the same coun t ry and a l s o from t i m e t o 
t i m e . 
SCOPE OF LABOUR WELFARE FACILITIES 
The s tudy team appo in ted by t h e Government of I n d i a 
i n 1959, d i v i d e d t h e e n t i r e range of t h e s e a c t i v i t i e s i n t o 
t h r e e broad g r o u p s , v i z ; 
( i ) Welfare w i t h i n t h e p r e c i n c t s of an e s t a b l i s h m e n t 
such a s med ica l a i d , c r e c h e s , c a n t e e n s , supply of 
d r i n k i n g w a t e r e t c ; 
( i i ) Welfare o u t s i d e t h e e s t a b l i s h m e n t fo r i n s t a n c e 
p r o v i s i o n f o r i n - d o o r and o u t - d o o r r e c r e a t i o n , 
h o u s i n g , a d u l t educa t ion , v i s u a l i n s t r u c t i o n e t c . 
and; 
( i i i ) S o c i a l s e c u r i t y 
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But the committee of experts on welfare f a c i l i t i e s 
for indus t r i a l Workers convened by the ILO in 1963 had 
divided welfare services in two groii^s, v iz ; 
(a) Within tile precincts of the establishment; and 
(b) Outside the establishraent-but the t o t a l content 
of the a c t i v i t i e s was the same as included in the 
three groups mentioned above. 
The class i f icaticm tiiat was adopted by the ILO is 
being reproduced below: 
(a) Welfare amenities within -the precincts of the 
establishment include provisions for: 
( i ) Latrines and Urinals; 
( i i ) Washing and Bathing f a c i l i t i e s ; 
( i i i ) Arrangements for drinking water; 
(iv) Creches; 
Otr) Rest shelters and canteens; 
(vi) Arrangements for preventing the fatigue; 
(vii) Health services including occupational safety; 
(viii)Administrative arrangement at the plant level to 
look after welfare; 
(ix) Uniform and protective clothing, and 
(x) Shift allowance. 
(b) Welfare service outside the precincts include: 
(i) Maternity benefits; 
(ii) Social insurance measures including gratuity pension, 
provident fund and rehabilitation. 
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( i i i ) Benevolent fimds ; 
(iv) Medical f a c i l i t i e s including programme for 
physical f i tness and efficiency, family planning 
and child-welfare; 
(v) Educational f a c i l i t i e s including adult education, 
(vi) Housing f a c i l i t i e s ; 
(vi i) Recreation f a c i l i t i e s including spor t s ,cu l tura l 
a c t i v i t i e s , l ibrary and reading rooms; 
(vli i)Holidays, home and leave travel f a c i l i t i e s ; 
(ix) Workers cooperatives, including consumers'cooperative 
s tores , f a i r price shops and cooperative t h r i f t and 
c red i t soc i t i e s ; 
(x) Vocational training for dependent of workers; 
(xi) Other programmes for the welfare of women, youth 
and children; and 
4 (xi i ) Transport to and from the place of work. 
Thus we see that "welfare" is a comprehensive term 
to cover a l l those aspects of indust r ia l l i f e which include 
a l l e f for t s of employer and others that are directed towards 
the betterment of physical, mental or cul tural well being 
of the workers. 
The early efforts in this f ield were known as welfare 
work or betterment work. These terms, however, have been 
ident i f ied with certain efforts bordering on philanthrophy 
4 , As quoted by the national commission on labour in i t s 
repor t on page - 112 
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of p a t e r n a l i s m . Many of these e f f o r t s were dismal f a i l u r e s , 
b u t they have been u se fu l in showing the t r u e c o n t e n t of 
s u c c e s s f u l work a long t h i s l i n e which savours l e s s of 
p h i l a n t h r o p h y , and more of r e a l s e r v i c e . The name • employee 
s e r v i c e s * h a s t h e r e f o r e , come i n t o use a s i n d i c a t i n g more 
5 
c l e a r l y the t r u e scope o f t h i s work, 
IMPORTANCE OF EMPLOYEE SERVICESt 
S ince workers a r e employed t o work f o r t h e i r employer , 
t h e r e s u l t of t h e i r e n t i r e e f f o r t s and s e r v i c e goes t o him 
(the employer) • They work undoubtedly a s one of t h e v a r i o u s 
f a c t o r s of p r o d u c t i o n b u t d e f i n i t e l y t hey a r e n o t l i k e 
money, machine and m a t e r i a l . Gone a r e the days when "workers 
were r ega rded as so many "hands ' merely a n c i l l a r y t o t h e 
machine and t h e ave rage employer q u i e t e n e d h i s c o n s c i e n c e 
by r e g a r d i n g them as l e s s than humani' The s u c c e s s of any 
b u s i n e s s mainly depends on e f f i c i e n t working and h i g h e r 
p r o d u c t i v i t y of t h e workers which i n t u r n depends on t h e i r 
o v e r a l l s a t i s f a c t i o n , we l l be ing and a l l round development 
f o r which employee w e l f a r e and employee s e r v i c e schemes a r e 
major s o u r c e s . T h e r e f o r e , t he employers have to assume some 
amount of s o c i a l , l e g a l and moral r e s p o n s i b i l i t i e s towards 
t h e i r employees . They must have some s o c i a l r e s p o n s i b i l i t i e s 
t o t h e community to p r e v e n t t h e i r f a c t o r i e s from becoming 
5 , Kimbal &. Kimbal, P r i n c i p l e s of I n d u s t r i a l O r g a n i z a t i o n 
A l l i e d p a c i f i c (Pvt) Ltd Bombay,196i, p . 5 0 7 
6 , Sen Gupta R.M. and o t h e r s Pe r sonna l management i n I n d i a 
As ia P u b l i s h i n g House, Bombay, i 9 ^ 1 , p , 2 4 9 , ~ " 
a sou rce of danger o r a source of d i s e a s e . For t h i s 
t h e y have t o make p r o v i s i o n s fo r h e a l t h and s a f e t y a s 
w e l l a s f o r s a n i t a r y schemes e t c . Beyond t h i s t h e y have 
a moral r e s p o n s i b i l i t y t o the i n d i v i d u a l workers whose 
l i v e s th^y l a r g e l y c o n t r o l . The workers u s u a l l y spend 
one t h i r d of t h e i r working l i v e s i n t h e f a c t o r y p r e m i s e s . 
They, t h e r e f o r e , have every r i g h t to demand t h a t t h e con-
d i t i o n s under which they work must be r e a s o n a b l e and 
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p r o v i d e p r o p e r s a f e guards fo r l i f e and h e a l t h . 
B e s i d e s , s o c i a l and moral r e s p o n s i b i l i t i e s of t h e 
e m p l o y e r s , i t i s impor t an t f o r the employers t h e m s e l v e s , 
b e c a u s e i t r e p r e s e n t s inves tment on human f a c t o r of 
p r o d u c t i o n . I f t h e employers do something f o r t h e w e l f a r e 
of t h e employees under v a r i o u s forms of employee s e r v i c e s , 
c e r t a i n l y t h e y w i l l r eap t h e i r r e t u r n i n t e rms of h i g h e r 
p r o d u c t i v i t y , b e t t e r i n d u s t r i a l r e l a t i o n s , lower r a t e of 
a b s e n t e l s m and l a b o u r t u r n - o v e r . I f t hey t a k e c a r e of 
t h e i r employees on one hand t h e employees w i l l make g r e a t e r 
e f f o r t s f o r them on t h e o t h e r , 
OBJECTIVES OF LABOUR WELFARE; 
The o b j e c t i v e s of l a b o u r w e l f a r e programme i n any 
o r g a n i s a t i o n could be m u l t i - f a c e t e d . F i r s t l y , i t has concern 
f o r improving t h e c o n d i t i o n s of working l o t . T h i s c o u l d 
a l s o b e termed a s i n t e r n a l s o c i a l r e s p o n s i b i l i t y , a f e e l i n g 
7 , I b i d , p ,249 
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of humanitarianism, a feeling of concern, of caring by 
providing some basic amentities apart from usual pay 
packs. This kind of approach i s supposed to develop a 
sense of loyalty on the part of employees towards organi-
za t ion . 
The primary humanitarian approach has given way to 
a more r e a l i s t i c and pract ical u t i l i t a r i a n approach. This 
second approach views investment and expenditure on welfare 
from economic point of view, which takes into account the 
cost benefi t re la t ionship . As a r e su l t of investment on 
welfare provisions the organisation gains more than i t 
loses , in terms of improved and quicker return and seirvices 
from the side of the employees. 
By taking care of the basic requirements for l iv ing, 
welfare package frees the worker to devote his time and 
ef for t s towards the organizational tasks and objectives 
and thus increases the efficiency, productivity and 
p r o f i t a b i l i t y . I t also serves as an effective means for 
a t t r a c t i n g and retaining good personnel and a t the same 
time ra ises the i r morale. The organization also gets some 
tax exemption for spending money on welfare amenities.® 
8. Arun Monappa, Industr ia l Relation^. Tata McGraw Hi l l 
Publishing Company Ltd., New Delhi 1985, p.244. 
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GOVERNMENT POLICY ON LABOUR WELFARE 
It is the Qnployer* s responsibility to provide 
facilities within the precincts Of the establishment as 
they constitute a part of the working conditions. This 
has also been considered as underlying principles of the 
policy adopted by the government and that was the reason 
that for many components of welfare measures, the relevant 
legislation has set certain minimiim standards. Any kind of 
improvement beyond these minimum standards has been left 
to the discretion and sweet will of the employers. To give 
force to this policy of setting minimxun standards the 
government considered it necessary in 1947 to amend the 
Factories Act, 1934. 
The Factories Act, 1948, departing from the old one 
made provisiais for washing facilities, seats for occasional 
rest for workers obliged to work standing for a prolonged 
period, shelters/rest room and/ or a lunch room if employing 
150 workers and lockers for keeping clothe of the workers 
during working hours. The appropriate Governments were 
authorised to make rules requiring specified factories 
employing more than 250 workers to set up canteens, in 
conformity with prescribed standards and conditions. Factories 
employing more than 500 workers were required to appoint 
welfare officers to ensure that the welfare aspects of the 
factory legislation are properly attended to within the 
establishment. In the case of mines, provisions for cool 
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dr ink ing water and a canteen of p rescr ibed type were 
ob l iga to ry even p r i o r to 1946 labour welfare programme. 
Such f a c i l i t i e s had been l e f t to the employer* s d i s c r e t i o n 
in p l a n t a t i o n . All these required a s t a t u t o r y force and 
consequently, the P.lantations Labour Act 1951 and the Mines 
Act, 1952, were passed. 
Reeognising t h a t the Factor ies Act, 1948, was a qui te 
comprehensive measure, the f i r s t Five Year Plan emphasied 
i t s e f fec t ive implementation. The p lan made s imi l a r sugges-
t i o n s with regard to p l an t a t i ons . No spec ia l mention was 
made for mines, as a separate l e g i s l a t i o n was a l ready passed 
in the year the plan was f i n a l i s e d . The pol icy s p e l t out 
during F i r s t Plan continued to be followed during the 
Second Plan, To asces the changes t h a t took place in 
d i f f e r e n t aspects of labour welfare , including welfare 
measures taken wi th in the precints , a scheme for a 
comprehensive survey of labour condi t ions was recommended 
dur ing the second Plan, In view of the c lose a s soc i a t i on 
between eff ic iency and welfare, Governmentat a po in t of 
time thought of securing voluntary acceptance of a 'Code 
of Efficiency and V\elfare' which was drawn by a Committee 
s e t up for t h i s purpose. This code could not be adopted 
due to divergence of opinion while discussed in the Indian 
Labour Conference, Some elements of the code were subsequen-
t l y included in t he • Indus t r i a l Truce Resolut ion, 1952. The 
Third Plan r e i t e r a t e d the propos i t ions made in the e a r l i e r 
plan t h a t the provis ions made in the Fac to r ies Act, 
o / 1 
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r e g a r d i n g p r o t p c t i o n . S a f e t y W e l f a r e of w o r k e r s , was 
a d e q u a t e and b e t t e r e n f o r c e m e n t i s a l l t h a t i s w a r r a n t e d . 
A l l th"^- u b s e q u e n t p l a n s \ ; en t on e m p h a s i s i n g t h e p r o p e r 
i m p l e m e n t a t i o n of t h e p r o v i s i o n s a l r e a d y a v a i l a b l e r e g a r d i n g 
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w e l f a r e of t h e work ing l o t . 
KD^DS OF EMPLOYEE SERVICES AND LABOUR WELFARE AMENITIES: 
E m p l o y e e ' s w e l f a r e f a c i l i t i e s may b r o a d l y b e d i v i d e d 
i n t o tv/o g r o u p s , v i z ; o b l i g a t o r y and n o n - o b l i g a t o r y o r 
v o l u n t a r y . The same c l a s s e s a r e a l s o t e r m e d a s I n t r a m u r a l 
and E x t r a - m u r a l f a c i l i t i e s o r f a c i l i t i e s p r o v i d e d b y t h e 
e m p l o y e r w i t h i n t h e p r e m i s e s a n d o u t s i d e t h e p r e m i s e s of 
t h e e s t a b l i s h m e n t , 
(a) O b l i g a t o r y / S t a t u t o r y W e l f a r e S e r v i c e s ; The F a c t o r i e s 
A c t , 1948 e n c o m p a s s e s a c o m p r e h e n s i v e l i s t of i t e m s 
c o n t a i n i n g W e l f a r e , h e a l t h and s a f e t y p r o v i s i o n s . The 
o w n e r s / o c c u p i e r s / m a n a g e m e n t of a l l s u c h e s t a b l i s h m e n t s / 
o r g a n i z a t i o n which a r e c o v e r e d by t h e F a c t o r i e s A c t , h a v e 
t o make p r o v i s i o n s of c e r t a i n t h i n g s a s s p e c i f i e d i n t h e 
A c t , f a i l i n g which t h e y w i l l b e h e l d r e s p o n s i b l e and can 
b e i n f l i c t e d w i t h d i f f e r e n t t e r m s of p u n i s h m e n t . 
The r e l e v a n t w e l f a r e a m e n i t i e s c o n t a i n e d i n t h e 
F a c t o r i e s A c t , a r e a s u n d e r : 
1, Cool and clean drinking water; (Section-18) 
2, La te r ines and u r i n a l s ; (Section-19) 
9, NCL. Govt. Of India Publ ica t ion , Minis t ry rfif Labour 
& Employment 1969, p .113 , 
3 , Washing and bathing f a c i l i t i e s (Section-42) 
4 , F a c i l i t i e s for s tor ing and Drying c lo th ing ; 
(Section-43) 
5, One First aid box for every 150 employees ; 
(Section-45) 
6, Canteen in es tabl ishments which employ more than 
250 workers (Section-4 6) 
7, Rest s h e l t e r s or r e s t rooms and a s u i t a b l e lunch 
room in a l l es tabl ishments employing 150 workers 
o r more; (Section-4 7) 
8, Creche in factory es tabl ishments employing more 
than 30 women workers (Section-48) 
The s t a t e Government have been author ised to frame 
r u l e s for p resc r ib ing standards and t o grant exemptions, 
wheirever considered necessary. They have l a id down e labora te 
s tandards for a l l welfare amenit ies , keeping in view mainly 
the requirements of the workers. 
(b) Voluntary Employee Welfare Service: 
The f a c i l i t i e s and amenities f a l l i n g under t h i s 
ca tegory , as the name suggests , are not binding or ob l iga to ry 
on the employer, r a t h e r they are a p a r t of moral and soc ia l 
r e s p o n s i b i l i t i e s <af the management. Moreover, the so lu t ion 
of these kinds of employee problems by the management i s 
c a l cu l a t ed to r a i s e the employee morale and help in the 
a t ta inment of the company o b j e c t i v e s . The voluntary welfare 
schemes, general ly f a l l in the area out side the es tabl ishment . 
They include f a c i l i t i e s and amenties as under: 
1, Housing f a c i l i t y 
2, Educational f a c i l i t y ; 
3 , Recreat ional f a c i l i t y ; 
4 , Transpor ta t ion f a c i l i t y ; 
5 , Medical f a c i l i t y ; 
6, Fair Pr ice shops; and 
7, C o - o p e r a t i v e s o c i e t i e s e t c , 
WELFARE POLICIES AND PRACTICES IN OIL INDUSTRY; 
So f a r a s h e a l t h and s a f e t y problems a r e conce rned . 
Concer ted e f f o r t s have been made t o p r o t e c t h e a l t h and 
l i f e of t h e employees . Each p l a n t has been provided w i t h 
a s a f e t y to t ake c a r e of s a f e t y measu re s . Safe ty Corranittee 
h o l d s p e r i o d i c a l mee t ings and a l s o a r r a n g e s f i r e d r i l l s . 
N a t i o n a l s a f e t y week a r e a l s o obse rved in the p l a n t and 
eminen t pe r son of d i f f e r e n t d i s c i p l i n e s from o u t s i d e 
a g e n c i e s p a r t i c i p a t e in t h e d i s c u s s i o n s . Valuable guidance 
i s r e c e i v e d in t h e p r o c e s s . B e s i d e s , w o r k e r ' s r e p r e s e n t a t i v e s 
and s a f e t y o f f i c e r s a l s o t ake p a r t i n the d i s c u s s i o n s . 
I n d i a n o i l and v a r i o u s o t h e r o i l companies a r e o b s e r v i n g 
t h e p o l i c y of p r o v i d i n g adequate s t a t u t o r y and n o n - s t a t u t o r y 
w e l f a r e a m e n i t i e s and s e r v i c e s t o t h e i r employees . D i f f e r e n t 
w e l f a r e schemes h e l p i n improving t h e q u a l i t y of work l i f e 
of t h e employees . Some of t h e f a c i l i t i e s a p a r t from t h e 
s t a t u t o r y one p rov ided a r e hous ing , medica l , r e c r e a t i o n and 
s p o r t s , s p e c i a l i n s t i t u t i o n s f o r e d u c a t i o n and h o s p i t a l s 
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for health care are also built at refineries, because 
these are often far away from the major towns. The 
communities around towns are also offered a number of 
amenties. Oil refineries actively support social and 
national causes including family welfare, medical and 
educational programmes. 
A detailed discussion on various statutory and 
nonstatutory, welfare amenities and services as provided 
by the refineries would be presented in the following 
paragraphs. 
GENERAL WELFARE FACILITIES IN REFINERIES : 
The Factories Act, 1948, is applicable to all the 
refineries irrespective of the fact whether they are run 
independently or under IOCL,BPCL or HPCL. Invariably they 
are making huge profits hence, there is no dearth of funds. 
They are in a better position to comply with the orders of 
the government(s) and abide by the rules and regulations 
framed under the law. That is why normally they provide 
more than, what is statutory required of them. Hence, 
normally, the working conditions are good and welfarel 
facilities have been found to be reasonable and adequate. 
The factories Act, 1945 applies to all the units of 
Oil Refining Industry, The Act lays down that the employer 
shall provide certain general facilities for the benefits 
of the employees,such as rest rooms, dinning roans,check 
and change rooms, bath rooms, latrines and urinals, wash 
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b a s i n s , drinking water f a c i l i t i e s and so on. The number 
and type of such f a c i l i t i e s depend on the nunber of 
persons employed by the organiza t ion . The r e f i n e r i e s , 
in genera l , have provided more and b e t t e r f a c i l i t i e s 
than prescr ibed by the ru le s framed under the law. For 
example in Barauni u n i t s of IOC the following provis ions 
have been made by the company. 
F a c i l i t i e s Number 
( i ) General Rest Room-cum-Rereation Hall 1 
( i i ) Check and change Rooms with Dining Rooms 
in addi t ion t o canteen Dinning H a l l . 4 
( i i i ) Water Coolers have been provided in the -
varioixs p l an t s of the Refinery, Earthen 
p i t c h e r s a r e a l s o pix>vided where water 
coolers are not ava i l ab le 21 
( iv) Both Rooms 21 
(v) La t r i ne s 85 
(vi) Urinals ^ ^ ° ^ ^ °^ ^^^ ®^ ® Sanitary type) ^Q 
(v i i ) Wash Basins 97 
Besides them every worker i s supplied with an 
enamel mug for t ak ing tea and drinking water e tc .They 
have a l so been provided with one locker each to keep 
t h e i r lunch boxes and o ther belongings. All these f a c i l i -
t i e s have been provided to the workers within the premises 
of the Refinery, 
10, Figuresare based on the informations co l l ec ted by the 
author pe r sona l ly . 
SAFETY MEASURES AND ACCIDENT PREVENTION: 
The factories Act defines an accident ^s any 
occurence in an industrial establishment causing bodily, 
injury to a person which makes him unfit to resume hia 
duties in the next 48 hours. But from the point of view 
of industry and the worker any injury causing loss of time, 
no matter how less it is, must be regarded as an accident. 
An accident causes loss not only to the injured workmen 
but also to the organization. Therefore, the provision and 
maintenance of safety measures and accident prevention 
appliances and equipments are the prime responsibilities of 
the Personnel Department, The management of the organization 
is not only legally responsible rather safety measures and 
accident prevention is important from morality and produc-
tivity point of view as well. Because on one hand accident 
causes physical pain and mental agony (torture) to the 
individual employees and results into financial losses if 
it makes him unfit to resume his duties and on the other, 
it leads to dislocation of work and loss of production 
to management. 
Keeping in mind the legal as well as moral and 
managerial obligations almost all the refineries have a 
safety and accident prevention department working under 
personnel Department, Those Departments impart safety 
training to the ennployees, arrange safety demonstration. 
11. Sen Gupta and others, op.cit., p.263 
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o r g a n i s e s a f e t y compe t i t i on and do a l o t of o t h e r 
t h i n g s for t h e p u r p o s e . 
SAFETY PROVISIONS IN REFINERIES : 
The impor tance of s a f e ty p r o v i s i o n s and measures 
of a c c i d e n t p r e v e n t i o n i n o i l r e f i n e r i e s i s much g r e a t e r 
than i n any o t h e r i n d u s t r y for which the reason i s q u i t e 
o b v i o u s . S ince the pe t ro leum p roduc t s a r e h i g h l y i n f l a m a b l e , 
a l i t t l e peep of f i r e can put t he e n t i r e p l a n t s and machinery 
t o f l a m e s . T h e r e f o r e , t h e chances of a c c i d e n t s t a k i n g p l a c e 
and h a z a r d s o c c u r i n g in o i l r e f e r i n e s , a r e a l s o much more 
t h a n in any o t h e r i n d u s t r y . This i s why t h e r e f i n e r i e s have 
e s t a b l i s h e d a f i i l l f l e d g e d F i re and Safe ty Depaftment, 
d i v i d e d i n t o two s u b d i v i s i o n s working under t h e c o n t r o l , 
of a F i r e S e r v i c e O f f i c e r and a Safe ty O f f i c e r s e p a r a t e l y . 
F i r e s e r v i c e s and Oxygen s h e l l s a r e a v a i l a b l e e v e r y where 
i n t h e p l a n t s . As a p r e - c a u t i o n , smoking boo th s have a l s o 
been e r e c t e d a t a l i t t l e d i s t a n c e fo r t h e use of employees . 
They a r e n o t a l lowed t o keep match boxes with them and smoke 
i n t h e workshops . 
So f a r a s t h e s a f e t y programmes a re concerned^ many 
types of s a f e t y a p p l i a n c e a re provided t o the employees 
t o p r o t e c t themse lves from hazards and a c c i d e n t s . The employee 
a r e p rov ided w i th s a f e t y shoes , he lme t s , masks, g l o v e s , 
app rons and s a f e t y t o r c h e s e t c . 
The p r o v i s i o n of s a f e t y t r a i n i n g has a l s o been made 
in t h e r e f i n e r i e s . The i n s t r u c t o r s make t h e employees l e a r n 
as t o how t o make use of the s a f e t y a p p l i a n c e s and how to 
avo id a c c i d e n t s . 
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Safety competitions Hre also held and prizes are 
given to the safety concious employees. To make the 
employees safety concious, safety programmes are arranged 
and f i re fighting training is given to the employees. They 
also piiblish safety review which assimilates and dissemi-
nates informations. 
Inspite of a l l these provisions in the Refineries 
the accident rate and the loss caused by i t i s considerably 
high. The investigation of the i r causes shows that th i s i s 
mainly due to the negligence on the par t of the employees. 
They do not l ike to make use of safety devices when they 
are working. They do not only disregard Safety measures 
but also act unsafely which shows the i r indifferent rather 
negative a l t i tude towards safety and also lack of safety 
consciousness. 
The management i s also par t ia l ly responsible for the 
negligence on the par t of the employees as i t i s the duty 
of the management to enforce safety ru les , motivate the 
employees to use safety appliances and make them safety 
conscious. This can be done both by giving them rewards as 
well as in f l i c t ing punishments upon them. In fact , the safety 
and welfare of the employees and the i r efficiency go hand 
in hand. Therefore, "safety f i r s t " ia a slogan which should 
equally appeal to the workers as well as management. 
j^O 
CANTEEN FACILITY; 
According t o s e c t i o n 46 of F a c t o r i e s Act , 1948, every 
e s t a b l i s h m e n t employing 250 o r more workers must e s t a b l i s h 
a c a n t e e n o r c a n t e e n s and main ta in i t / t h e m f o r t h e use of 
12 t h e w o r k e r s . The Royal Commission on La hour and t h e Labour 
I n v e s t i g a t i o n Committee have l a i d c o n s i d e r a b l e emphasis on 
t h e p r o v i s i o n of c a n t e e n a t the work p l a c e . The l a b o u r 
i n v e s t i g a t i o n committee observed a s f o l l o w s : 
"The works can t een i s i n c r e a s i n g l y r e c o g n i s e d a l l 
o v e r t h e world a s an e s s e n t i a l p a r t of t h e i n d u s t r i a l 
e s t a b l i s h m e n t , p r o v i d i n g undeniab le b e n e f i t s from t h e p o i n t 
of view of h e a l t h , e f f i c i e n c y and w e l l - b e i n g " . 
The I . L . O . recommendation No«102 adopted in 195 6 
in i t s 39th s e s s i o n gave f u r t h e r impe tus t o t h e e s t a b l i s h -
ment and improvement in t h e e x i s t i n g c a n t e e n i n f a c t o r y 
e s t a b l i s h m e n t i n t h e v a r i o u s c o u n t r i e s of Hie w o r l d . 
I n most of t h e developed c o u n t r i e s , c a n t e e n s have a l r e a d y 
become an e s t a b l i s h e d f e a t u r e of i n d u s t r i a l l i f e . In 
d e v e l o p i n g c o u n t r i e s , l e g i s l a t i o n empowers t h e competent 
a u t h o r i t i e s t o e n s u r e t h e s e t t i n g up of can teen in a l l 
u n d e r t a k i n g s employing more than a s t i p u l a t e d number of 
13 
workmen. As mention e a r l i e r i n I n d i a e s t a b l i s h m e n t and 
1 2 . S e c t i o n 4 6, F a c t o r i e s Act, 1948. 
1 3 , Sharma, A . M . Aspects of Labour Welfare and S o c i a l 
S e c u r i t y HPH. Bombay, 1985, p , 2 8 . 
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main tenance of can teen i s majorly an o u t come of l e g i s l a t i o n 
t h a n a volxintary p r o v i s i o n l i k e many o t h e r o r g a n i z a t i o n s in 
t h e c o u n t r y v a r i o u s u n i t s of r e f i n i n g i n d u s t r y have a l s o 
p r o v i d e d wi th can teen f a c i l i t i e s t o t h e i r w o r k e r s . 
CANTEEN FACILITIES IN REFINERIES: 
A l l t h e r e f i n e r i e s o p e r a t i n g under I . O . C . have 
e s t a b l i s h e d c a n t e e n s for t h e b e n e f i t s of t h e i r w o r k e r s . Like 
o t h e r u n i t s , Barauni u n i t has a l s o s e t up a w e l l - e q u i p p e d 
modem type of c an t een n e a r the f a c t o r y g a t e . Th i s c a n t e e n 
h a s a s p a c i o u s d i n i n g h a l l a longwi th a k i t c h e n and s t o r e . 
Accord ing t o the p r o v i s i o n s of F a c t o r i e s Act, and v a r i o u s 
r u l e s t h e r e , under t h e canteen should be run by t h e manage-
ment th rough a j o i n t ccsmmittee of workers and management 
and i t should be run on no p r o f i t and no los s b a s i s , b u t 
due t o some problems and d i f f i c u l t i e s t h i s could n o t be 
done and -tiie c a n t e e n has been g iven t o an o u t s i d e c o n t r a c t o r . 
Though t h e workers g e t food a t s u b s i d i s e d r a t e s , t h e r e i s 
h a r d l y any c o n t r o l on the q u a l i t y of tiie mean s u p p l i e d by 
t h e c o n t r a c t o r . On the o t h e r s i d e , t h e management, even 
a f t e r p r o v i d i n g b u i l d i n g , f u r n i t u r e , u t e n s i l s , and 
c r o k e r i e s e t c , ha s t o sxjbsidise f u r t h e r a t a s p e c i f i e d 
r a t e p e r meal which enabled t h e c o n t r a c t o r t o make a d d i t i o n a l 
p r o f i t s . I f tile management, a f t e r overcoming t h o s e s o 
c a l l e d d i f f i c u l t i e s r e f e r r e d t o above , would have run i t , 
t h e amovint of s i±>sidles must have gone down and t h e q u a l i t y 
improved, 
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Since t h e p l a n t s a r e spread over a v a s t a r ea and the 
workers a r e not i n a p o s i t i o n t o t a k e t h e i r food w i t h i n the 
p r e s c r i b e d t ime l i m i t , b e s i d e s s e r v i n g the meals i n the 
d i n n i n g h a l l b e a r e r s c a r r y them t o t h e p l a c e s f a r from 
t h e c a n t e e n . L ikewise snacks and t e a a r e a l s o s e rved a t the 
work p l a c e for which c a r r i e r v e h i c l e s and t r o l l i e s a r e 
p r o v i d e d by t h e management. Menu and r a t e s of t h e i tems a r e 
dec ided by t ^ e c o n t r a c t o r in c o n s u l t a t i o n wi-Ui t h e can teen 
commi t t ee . 14 
A b i g c a n t e e n i s a l s o run by the Gauhat i urAt of IOC. 
I t i s run by t h e o r g a n i z a t i o n and n o t by the c o n t r a c t o r . 
The f u n c t i o n a l c h a r t of t h e people managing can teen a f f a i r s 
i s a s f o l l o w s : 
S P 0 (W) 
P & A O 1 
S u p e r v i s o r (One) 
1 
S h i f t Incharge (1) S h i f t I ncha rge (1 ) 
->Codks<r-
Cook 1 Cook 2 Cook 3 Cook 4 
-4B ea rers< 
& 
Helpers (14) 
1 4 . I n fo rma t ion c o l l e c t e d by the r e s e a r c h e r du r ing t h e 
c o u r s e of .his v i s i t t o the R e f i n e r y . 
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The s h i f t s t a r t s a t 6.00 O'clock in the morning. Breakfast 
i s served from 7.4 0 t o 8,30, lunch from 11,00 a.m. to l .po 
p,m, and tea a t 3,00 p.m. 
Tea i s a l so served between 11,00 p.m. in the n igh t 
t i l l 1.00 p.m. and then again a t 4,00 a,m. 
Lunch and dinner both vegetar ian and non-vegetarian 
a re supplied a t subsidised r a t e s . Canteen i s said t o be 
the main source of I .R. problems in Gauhati r e f i n e r y . 
There are two Canteens in Mathura Refinery. One for 
supplying snacks and the other one for r .er l r . Each employee 
i s given coupons worth Rs .30 / - per month for d i f f e r e n t 
items supplied by the snacks canteen . Itemwise d i s t r i b u t i o n 
of the coupons i s as follows: 
Items 
i ) 
i i ) 
i i i ) 
i v ) 
V) 
Tea 
Snacks 
Sweets 
Brea(V Butter 
Biscui t s 
No. of 
Coupons 
30 
45 
45 
30 
15 
Rate 
15 paise/coupon 
-do-
- d o -
25 paisa each 
30 paisa each 
The canteen serves tea and snacks to the employees 
a t t h e i r respec t ive locat ions twice in each s h i f t . 
J 0 • 
For meal canteen 25 coupons a re issued t o t he 
employees. The pr ice is Re .0 .80 / - and Re 1 / - for each 
coupon for vegetar ian and non-vegetarian meal r e spec t ive ly , 
while for the company i t cos ts Rs.6.15 and R s . 8 , 4 9 / - for 
vege tar ian and non-vegetarian r e s p e c t i v e l y . 
General s h i f t employees and M i n i s t e r i a l s t a f f take 
t h e i r food in the Dinning Hall of t he Canteen between 12.30 
t o 1.30 p.m. Whereas lunch i s served in t i f f i n c a r r i e r s 
t o employees in Bat tery area , persons, who want t o take 
food, have to drop the half port ion of the coupon in the 
box meant for t h i s within 30 minutes of the s t a r t of the 
s h i f t a t t h e i r respec t ive l o c a t i o n s . When the bea re r serves 
t he meal, c o l l e c t s the remaining ha l f of the coupons. 
From a survey conducted a t Mathura Refinery on Labour 
Welfare Services i t was known t h a t Canteen F a c i l i t y a t the 
r e f ine ry i s not a t a l l s a t i s f a c t o r y , because a i t h i s issue 
100% respondents have shown t h e i r d i s s a t i s f a c t i o n while 
answering the ques t ion. "Are you s a t i s f i e d with the canteen 
f a c i l i t i e s " . 100% respondents r ep l i ed in the n e g a t i v e . 
In CRL canteen is managed by a co-opera t ive Society 
of the employees. Accomodation, f u r n i t u r e , equipments and 
fue l e t c , a r e provided by the company. The canteen suppl ies 
meals, t ea /cof fee , snatks , b reakfas t , e t c , t o the employees 
on duty a t subsidised r a t e s . The r a t e s a re reviewed and 
p e r i o d i c a l l y rev i sed . The employees a r e genera l ly s a t i s f i e d 
by the canteen f a c i l i t i e s . 
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VOLUNTARyWELFARE SERVICES 
There a r e employers s p e c i f i c a l l y i n t h e o r g a n i s e d 
s e c t o r of i n d u s t r i e s , who a r e p r o v i d i n g a wide v a r i e t y 
of we l f a r e s e r v i c e s and a m e n i t i e s t o t h e i r employees . Various 
r e f i n e r i f ^ s o p e r a t i n g under Ind ian O i l C o r p o r a t i o n , Bhara t 
petrolexJTO Corpora t ion L td , and Hindus tan Pe t ro leum 
C o r p o r a t i o n a s we l l a s t hose o p e r a t i n g independen t ly have 
a l s o gone much ahead in t h i s d i r e c t i o n . Apar t from s t a t u t o r y 
p r o v i s i o n s r e g a r d i n g we l fa re a m e n i t i e s t hey have p rov ided 
f o r v a r i o u s volxontary s e r v i c e s . They have an impl ied a s we l l 
as e x p r e s s e d l abou r w e l f a r e p o l i c y t o keep t h e workmen 
t r o u b l e - f r e e , s o t h a t t h e i r body and s o u l may be k e p t 
t o g e t h e r , A b r i e f accoun t of such measures i s given below: 
(1) HOUSING FACILITY; 
Though i t i s a l s o a p a r t of w e l f a r e b u t hous ing 
problem deseirves s p e c i a l a t t e n t i o n , a s s h e l t e r i s a b a s i c 
human need . People f a m i l i a r wi th t h e i n d u s t r i a l aireas know 
about t h e a p p a l i n g c o n d i t i o n s of d i r t , d u s t and conges t i on 
in which t h e m a j o r i t y of workers l i v e i n t h e Chawles of 
Bombay, Bas tees of C a l c u t t a , Ahatas of Kanpur and Ch«r i e s 
of Madras , Lack of d r a i n a g e and wa te r supp ly , accumula t ion 
of f i l t h and over-crov; ing in t h e s e a r e a s were t h e sou rces 
of d i s e a s e , c r e a t i n g i l l e f f e c t s on t h e h e a l t h , e f f i c i e n c y 
and w e l f a r e of workers and caus ing o t h e r s o c i a l p rob lems . 
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The wors t s i t u a t i o n s of t h e workers a s a whole and 
t h e i r housing problems in p a r t i c u l a r a s s i s t e d t h e idea of 
l a b o u r w e l f a r e o u t s i d e t h e f a c t o r y , made the employers f e e l 
t h e g r a v i t y of t h e s i t u a t i o n both in p u b l i c and p r i v a t e 
s e c t o r i n d u s t r i e s . They took i n i t i a t i v e and b u i l t up 
townsh ips t o s o l v e t h e workers hous ing problem. Jamshedpur 
i s one of the b e s t examples in the p r i v a t e s e c t o r . 
C h i t r a n j a n Locomotive works i s a n o t h e r concern which has 
b u i l t a s e l f - c o n t a i n e d i n d u s t r i a l town. Likewise R e f i n e r i e s 
a l s o r e a l i s e d t h e impor tance of w o r k e r s ' housing p rob lems . 
Almost eve ry r e f i n e r y has i t s own we l l managed townships 
and c o l o n i e s with a huge number of r e s i d e n t i a l q u a r t e r s , 
though no t enough t o accomodate a l l t h e employees, 
HOUSING FACILITY IN REFINERIES 
Barauni Ref inery has made p r o v i s i o n s o f r e s i d e n t i a l 
q t » r t e r s fo r i t s employees . Apart from a S n a l l number of 
houses on t h e s i t e , more than 1500 q u a r t e r s have been 
c o n s t r u c t e d in the township a r e a s i t u a t e d a t a d i s t a n c e of 
7 km. from t h e f a c t o r y n e a r Begusa ra i , which i s a D i s t r i c t 
Headquar t e r of North B iha r . These q u a r t e r s a r e a l l o t t e d t o 
t h e employees of t h e Ref inery a t nominal r e n t s . There a r e 
d i f f e r e n t t ypes of q u a r t e r s a l l o t t e d t o the employees . 
a cco rd ing t o th^ d i f f f ^ r e n t i a l in t h p i r rank p o s i t i o n s , 
wages & salcTy e t c . 
The f a c t o r y a s wel l as i t s township has i t s own 
w a t e r Supply p r o v i s i o n s and i t s own thermal power s t a t i o n 
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to supply e l e c t r i c i t y and power. Thus the residents do 
not have to face the problems of scarci ty of water and 
power supply for t he i r day to*day consumptions and use. 
Sanitary and other welfare measures have also been taken 
there quite s a t i s f ac to r i l y . 
Inspite of a l l these provisions, some loop holes are 
s t i l l there. For instance a considerable nxanber of employees 
have not yet been provided with the res ident ia l f a c i l i t i e s . 
Moreover, quarters are not always a l lo t ted according to the 
procedure laid down for this purpose. Therefore, additional 
houses have to be constructed and d i f f i cu l t i e s removed. 
Besides, instead of bungling and favouritism the allotments 
should be done in accordance with the rules . 
Similarly Gauhati, Mathura, Haldia, and Gujrat 
Refinerif-s operating under Indian Oil Corporation and 
other Refineries operating ei ther under BPCL or HpCL or 
independently have provided with adequate housing f a c i l i t i e s 
to t he i r worJonen, Gauhati Refinery has three housing 
colonies one a t the s i t e and the other two in h i l l y areas, 
not far from the refinery. About 60% employees have been 
provided with res ident ia l f ac i l i t y a t very reasonable rates 
while others l iv ing outside the res ident ia l colonies are 
get t ing House Rent Subsidy, that too at reasonable r a t e s . 
These colonies are also provided with a l l necessary 
amenities. Mathura Refinery is also maintaining i t s township. 
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Employees a r e p r o v i d e d w i t h q u a r t e r s a c c o r d i n g t o t h e i r 
p o s i t i o n s , r a n k s and g r a d e s i n w h i c h t h e y have been p l a c e d . 
I n a s t u d y c o n d u c t e d a t Ma thu ra R e f i n e r y on l a b o u r 
w e l f a r e f a c i l i t i e s , lOO/o r e s p o n d e n t s g a v e p o s i t i v e a n s w e r 
t o t h e q u e s t i o n "Have you been p r o v i d e d w i t h a d e q u a t e 
h o u s i n g f a c i l i t y " ? T h i s shows t h e amount o f c a r e t h e 
management of M a t h u r a R e f i n e r y i s t a k i n g o f t h e h o u s i n g 
p r o b l e m s of t h e e m p l o y e e s , 
CRL h a s a l s o b u i l t a t o w n s h i p a d j a c e n t t o t h e R e f i n e r y 
t o p r o v i d e h o u s i n g a c c o m o d a t i o n s t o i t s e m p l o y e e s . Houses 
h a v e b e e n b u i l t f o r more t h a n 52% e m p l o y e e s . Employees 
u p t o G r a d e I I I have t o pay 7.596of t h e i r b a s i c and o t h e r s 
pay 10% o f t h e b a s i c p a y . The workmen, who h a v e n o t been 
a l l o t t e d a c c o m o d a t i o n s a r e e n t i t l e d f o r House Ren t A s s i s -
t a n c e a t t h e p r e s c r i b e d r a t e s . 
2 , EDUCATION AND TRAINING FACILITY 
The i m p o r t a n c e of w o r k e r s ' e d u c a t i o n n e e d s n o t t o 
b e o v e r e m p h a s i z e d . I t was n o t so i m p o r t a n t and n e c e s s a r y 
i n e a r l i e r d a y s a s i t i s t o d a y . The r e a s o n i s t h a t t h e 
w o r k e r s h a v e t o p l a y s i g n i f i c a n t r o l e i n t o d a y ' s i n d u s t r i a l 
complex s i t u a t i o n s wh ich a r e d i f f e r e n t i n many ways f r a n 
t h o s e i n t h e p a s t . R e f e r r i n g t o i l l i t e r a c y and l a c k of 
e d u c a t i o n aaiong w o r k e r s W h i t l e y Commiss ion o b s e r v e d : 
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" I t i s almost impossible to over-es t imate the 
consequences of t h i s d i s a b i l i t y , which a re obvious in 
wages, in hea l th , in product ivi ty in organizat ion and 
genera l otJier directions,Modern imachine industry depends 
in a pecu l i a r degree on education, and Hie a t tempt t o 
b u i l d i t up with an i l l i t e r a t e body of workers must be 
d i f f i c u l t and p e r i l o u s . We should emphasize the fac t t h a t 
p r e c i s e l y because of t h i s , the education of i n d u s t r i a l 
labour should rece ive spec i a l a t t e n t i o n " . 
I n s p i t e of recogni t ion of the importance of workers ' 
educat ion no concrete steps were taken by the employers or 
by the Government t i l l Second Five Year Plan. I t was only 
i n t h e Second Five Year Plan (1956-61) tha t t r a i n i n g of 
t h e workers in t rade Union philosophy and methods found a 
p l a c e . I t was r i g h t l y considered a necess i ty i f Union were 
t o become s e l f - r e l i a n t in respect of o f f ice b e a r e r s . Even 
then not much was done in t h i s regard and hence the Govt, 
of India had to take up i t s e l f the t a sk of running an 
educat ion programme under t r i p a r t i t e ausp ices . As a r e s u l t 
of which a scheme of workers' education ©n a l l India bas i s 
17 
was i n i t i a t e d by the Govt, of India in March, 195 7. The 
scheme, as i t has been operated, was assessed on seve ra l 
occas ions . On the bas i s of these eva lua t ion the National 
15 . Report of Royal Commission on p.27 as quoted in the 
Report of NCL p .87 . 
16 . Second Five Year Plan, p.573, 
17. Report of NCL, 1969, p . 8 8 . 
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Commission on Labour remarked that "the present Scheme, 
like any other scheme, is not altogether pw^ rfect and there 
18 is need for improvement". 
So far as the provisions of education for workers' 
children and training for the workers themselves is 
concerned, much more attention has been paid towards them 
than workers education itself. Training facilities have 
been discussed at some length in the third chapter on 
Manpower Development and Training Programme, The provisions 
for the education of v^ orkers' children have been made in 
every refinery but lack of proper provisions for educating 
workers is conspicuous by its nature. This can be attributed 
partially to disinterests among the workers and partially 
to the negligence on the part of the management of the 
refineries. 
EDUCATIOJ FACILITIES AVAILABLE IN REFINERIES 
In Baraun i Un i t t h e r e a r e t h r e e b ranches of p r imary 
s c h o o l sp read over t h e whole a r ea of township . B e s i d e s , 
t h e r e i s one Middle School a l s o . In t h i s way f r e e e d u c a t i o n 
i s b e i n g given t o the c h i l d r e n of t h e employees . Uniforms 
a r e a l s o p rov ided t o t h e boys ] ^ t o V s t a n d a r d and to t h e 
g i r l s up to VII s t a n d a r d . 
1 8 . I b i d . p , 8 8 . 
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In add i t ion to these schools , the management of 
the Refinery requested the Missionary Organization a t patna 
t o e s t a b l i s h a missionary school in the township a rea , 
which was accepted and as a r e s u l t of which S t , P a u l ' s 
was es tab l i shed in 1968. The school prepares s tudents fo r 
Indian School Examinations. There i s no r e s t r i c t i o n on 
o u t s i d e r s to get admission in th i s school but upto 4th 
s tandard preference i s given t o the chi ldren of tJne employp-es 
in t he Refinery. 
The Refinery a t Gauhati has es tab l i shed three Lower 
Primary Schools (Assamese Medium) and one High School in 
co l l abo ra t ion with Don Bosco Mission of Gauhati, for the 
education of the ch i ldren of employees. Apart from t h a t , in 
t h ree p r i v a t e schools where the chi ldren of the employees 
s tudy a t l e a s t one teacher in each school i s paid by the 
Refinery. 
F a c i l i t i e s for the education of the chi ldren have been 
provided by the Mathura Refinery a l s o . There i s a "Kendriya 
Vidyalaya" upto XII standard run by 'Kendriya Vidyalaya 
Sangathan ' , ^ a r t from t h i s , the re i s a Delhi publ ic School 
upto Vth s tandard, under DPS Management, Delhi . The 
educat ional f a c i l i t y i s ava i lab le to the chi ldren of the 
employees free of c o s t . 
Cochin Refinery has a l so s e t up a School where chi ldren 
of the employees ge t free education upto High School l e v e l . 
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The schoo l i s managed by the Cochin Ref inery Educat ion S o c i e t y . 
The expenses o f t h e s c h o o l a r e f u l l y met by the Re f ine ry 
i t s e l f . 
O the r r e f i n e r i e s have a l s o a p o l i c y t o ex tend e d u c a t i o n a l 
f a c i l i t i e s t o t h e c h i l d r e n of t h e i r employees and t h a t too 
f r e e of c o s t . Thus we see t h a t t h e r e f i n e r i e s have a very 
p o s i t i v e a t t i t u d e towards t h e e d u c a t i o n of t h e c h i l d r e n of 
t h e i r employees w h i l e workers ' e d u c a t i o n d e s e r v e s and i n v i t e s 
t h e a t t e n t i o n of t h e management as a whole , 
3 . RECREATIOJAL FACILITIES 
TSie r e c r e a t i o n a l f s c i l i t i e s and e n t e r t a i n m e n t programme 
have good b e a r i n g on t h e l i v e s and h e a l t h of t h e w o r k e r s . 
I t r e d u c e s t h e f a t i g u e e f f e c t of bo th p h y s i c a l and men ta l 
n a t u r e . I t g i v e s an o p p o r t u n i t y t o t h e employees t o r e l a x 
t h e i r t e n s i o n , g e n e r a t e d by monotonous and arduous n a t u r e 
of i n d u s t r i a l work. At t h e same time i t I n c r e a s e s t h e working 
e f f i c i e n c y of t h e employees and g i v e p l e a s u r e t o them. The 
v a l u e of t h i s programme in encoxiraging good p e r s o n a l r e l a t i o n s 
w i th f e l l ow workers i s a l s o very i m p o r t a n t . I t h e l p s i n 
enhanc ing s o c i a l a t t achmen t ationg t h e employees . In s h o r t , 
i t i s h i g h l y b e n e f i c i a l and a b s o l u t e l y n e c e s s a r y everywhere , 
p a r t i c u l a r l y i n i n d u s t r i a l l i f e and env i ronment . T h a t ' s 
why many employers have promoted a wide range of r e c r e a t i o n a l 
programmes and a c t i v i t i e s for employees and t h e i r f a m i l i e s . 
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A v a r i e t y of r e c r e a t i o n a l a c t i v i t i e s i n c l u d e ou t -doo r 
and i n - d o o r games and s p o r t s such as F o o t - b a l l ^ Vo l l ey b a l l . 
Basket B a l l , Lawn Tennis , Table Tenn i s , B i l l i a r d and 
A t h e l e t i c s a c t i v i t i e s e t c . C u l t u r a l a c t i v i t i e s l i k e danc ing , 
m u s i c a l c o n c e r t s and dramat ic programme, p a r t i e s and 
b a n q u e t s e t c . 
A l l t h e R e f i n e r i e s have paid due a t t e n t i o n towards 
t h i s a s p e c t of l a b o u r wel fare a c t i v i t i e s and have made a 
l o t of p r o v i s i o n s i n t h i s a rea of ( o u t s i d e t h e e s t a b l i s h m e n t ) 
employee s e r v i c e programme, 
RECREATIONAL FACILITIES IN REFINERIES; 
In Barauni Ref inery t h e r e a r e adequa te p r o v i s i o n s of 
r e c r e a t i o n a l f a c i l i t i e s . There i s e b i g R e c r e a t i o n a l Hal l 
and Rest Room on the upper f l o o r of t h e Ref inery can teen 
where employees a f t e r t ak ing t h e i r lunch e i t h e r t a k e r e s t 
o r r ead news pape r o r play caroom b o a r d , t a b l e T e n i s o r 
p l a y i n g c a r d s e t c . B e s i d e s , t h e r e a r e two c l u b s i n the 
township a r e a . One i s known an o f f i c e r s Clxib and t h e o t h e r 
one a s 'Kalyan Kendra*, From time t o t ime dramas a r e a l s o 
s t a g e d t h e r e f o r which necessa ry costumes and o t h e r t h i n g s 
a r e p rov ided by t h e employee Welfare Depar tment . 
The membership of t h e c lub i s v o l u n t a r y b u t t h e manage-
ment pays a s p e c i f i e d amount pe r head p e r month t o t h e c lub 
fo r i t s main tenance . Bes ides , accommodations, f u r n i t u r e s , 
a t t e n d a n t s and t h e l i k e a re p rov ided b \ t h e o r g a n i z a t i o n . 
S p o r t s and matches a r e a l s o o r g a n i s e d by the c lub w i t h i n 
and o u t s i d e t h e j u r i s d i c t i o n . They p l ay matches and p a r t i c i p a t e 
bt 
in the competitive events v.'ith the employee of o ther 
u n i t s operat ing under IOC. The provis ions of p r i ze s 
to be given to the p a r t i c i p a n t s (winners and runners) , 
i s a l so made by the Management of the Refinery. 
So far as the o f f i c e r s ' club i s concerned only 
housing, fu rn i tu res , and a t tendants are provided by the 
management and the r e s t are managed by the members them-
se lves by means of t h e i r con t r ibu t ion . The provis ion for 
a p ro jec to r has a l so been made and the films are purchased/ 
h i r ed by the o f f i ce r s club to be screened t h e r e . Every 
employee of the Refinery i s allowed to view and enjoy the 
show. The Refinery has a l s o developed s u f f i c i e n t number of 
play-grounds and cour ts in the township for various gaties 
to be played, 
Gauhati Refinery has a l so provided for s p o r t s , games 
and o the r r ec rea t iona l f a c i l i t i e s to the employees and the 
o f f i c e r s of the u n i t . One club in each sec to r has been 
provided for the o f f i ce r s and the s ta f f separa te ly and the 
management of the ref inery has extended a l l the necessary 
f a c i l i t i e s to the me-nbers of the c lubs . 
In case of Mathura Refinery a l so there are two clubs 
funct ioning in the township a r e a . One i s known as Oil Club, 
s t r i c t l y meant for o f f i ce r s and t h e i r family members. The 
o t h e r one i s Employees' Club, both for the o f f i ce r s and 
the workers. Apart from a l l o ther kinds of f a c i l i t i e s 
a v a i l a l b l e in these c lubs , the o i l Club has a Health Contre 
Se t up by lad ies wing of the Club, spec ia l ly me.At t for the 
l a d i e s . 
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There are two open t h r e a t r e s a l s o which s c r e e n 
a t l e a s t one p i c t u r e each every week. 
In Cochin, CRL has a r e c r e a t i o n c lub in the townsh ip , 
Thf= company has provided a b u i l d i n g a t a c o s t of "^  2 l a k h s . 
F u r n i t u r e s e t c , have a l s o provided by t h e company a t a c o s t 
of "o 1 l a k h . The company a l s o b e a r s expenses towards thd 
c l u b a n n u a l l y in tiie form of a lump Stjm g r a n t which goes 
beyond Hs 20,000 per annum. The members a l s o c o n t r i b u t e 
towards the expense a t p r e s c r i b e d r a t e per month. 
R e c r e a t i o n a l a c t i v i t i e s i n c l u d e i n - d o o r and o u t d o o r 
games, annua l s p o r t s meet, weekly f i lm shows, r ead ing room 
and l i b r a r y f a c i l i t i e s e t c . 
Thus i t has been observed t h a t a l l the r e f i n i n g u n i t s 
have t aken c a r e of r e c r e a t i o n a l f a c i l i t i e s and a lmos t a l l 
of them r e a l i s e and recognise the impor tance of games and 
s p o r t s and o t h e r a c t i v i t i e s f o r h e a l t h , hygiene and amusement 
of t h e eniployees. Adequate a r rangements of n e c e s s a r y a m e n i t i e s 
f o r running c lubs have been made by t h e r e f i n e r i e s in gene ra l 
and r e f i n e r i e s o p e r a t i n g under IOC i n o a r t i c u l a r , 
4 , TRANSPORT FACILITY; 
I n - a d e q u a t e t r a n s p o r t a t i o n f a c i l i t y p u t s t h e workers to 
c o n s i d e r a b l e s t r a i n , l o s s of t ime and unnecessa ry de l ay as 
w e l l a s f a t i g u e which l e a v e s them wi th lower s tamina t o 
pe r fo rm t h e i r d u t i e s e f f i c i e n t l y and e f f e c t i v e l y . Hence need 
f o r p r o v i d i n g speedy and safe t r a n s p o r t f a c i l i t y i s obv ioua . 
Al though , t h i s i s a normal f u n c t i o n and r e s p o n s i b i l i t y of 
t h e s t a t e and l o c a l Governments t o a r r a n g e fo r e f f i c i e n t 
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and adequate transportation for easy movement of public 
at large from one place to another, but in most of the 
cases it is not adequate enough and easily available to 
save time of the people reporting for duty. Therefore, 
it becomes liability of the eiiployers to look for the 
convenient and less time consioming mode of transport for 
the benefit of their workers and in turn for the company. 
It is noteworthy that most of the employers who can afford 
to provide this facility to their workers have willingly 
done so for going to and from the factory. It is particularly 
important to those concerns whose townships are far away 
from their factory sites and whose workforce is very heavy. 
Most of the Refineries have developed their township 
at far off places, in some cases 7 to 10 kms from their 
sites and also have huge workforce, therefore they maintain 
their own transport for the purpose, 
TRANSPORT FACILITIES IN REFINERIESt 
Refineries have paid commendable attention towards 
this welfare activity, Barauni Refinery has its own provision 
for transport with a view to make it convenient for its 
employees in travelling to and from the factory to their 
residence in the towship. They have provided 15 buses for 
this purpose. The time of their start is fixed accotding 
to the commencement and end of thf shifts. The employees 
have to pay the charges at a subsidised rate per month,Not 
only the employees but their children also avail of this 
facility for going to their schools and coming back home 
at a nominal charge. 
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Insp i t e of su f f i c i en t number of buses in the Refinery, 
•employees are annoyed due to t h e i r ine f fec t ive and i n e f f i c i e n t 
management. The most important reason i s tha t some of the 
buses are general ly not in working order . VJhen they are sent 
to the worKshopof the Refinery for the purpose of c leaning, 
r e p a i r and overhaul ing, i t takes much longer time than when 
repa i red a t a p r i va t e garage. Some veh ic les are lacking side 
and front g l a s se s , while o thers have mechanical defects 
such as loose brake and l i gh t ing d e f e c t s . Which always 
endanger the safe ty of the t r anspor t s taf f as wel l as the 
employee passengers t r a v e l l i n g in those v e h i c l e s . Secondly, 
the malpract ices of nepotism are a l so very common and the 
f r iends and the r e l a t i v e s of bus s t a f f and a l so of eiiployees 
ge t i n t o the buses by stopping them in the way which causes 
un-necessary inconvenience to the genuine passengers for 
whom t h i s provis ion has been made. 
Thus i t i s qu i t e appropr ia te to c a l l for managements 
a t t e n t i o n towards the d i f f i c u l t i e s faced by the workers and 
to suggest for t ak ing remedial measures. In t h i s connection 
f u l l co-operat ion of the vehic le s t a f f and the workmen 
t r a v e l l i n g by these buses i s a lso needed. 
Besides, shades and s i t t i n g arrangements should a l so 
be made, so tha t the employees wai t ing for buses may not 
face d i f f i c u l t i e s while i t i s ra in ing or the sun i s ho t , 
Gauhati Refinery has also provided t r anspor t f a c i l i t y 
t o i t s workmen. Here a l so t r an spo r t i s run departmentally 
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and not by the contractor except one Mini Bus. In all, 
32 vehicles alongwith their Drivers and other staff are 
controlled by the Welfare Deportment. Vehicles are used 
for bringing the eTiployees to their workplace and back 
to their residence. It is also used for picking up and 
dropping the children of the employees, while going to 
their schools and colleges and coming back to their houses. 
Vehicle also goes to the market twice in a week from all 
the three sectors of the residential areas. 
Mathura unit of IOC has also made provision of 
transport facility for its employees. There are 20 buses 
in the Refinery. Their timings are fixed according to the 
timings of shift change. A few buses have been allocated 
for the children of the employees for attending their 
schools and colleges. 
According to a study conducted on labour welfare 
Amenities in Mathura Refinery 100% workmen have shown 
their satisfaction so far as transport facility is 
concerned because all the respondents have given a positive 
(affirmative) answer to the question: "Does the Refinery 
have adequate and satisfactory arrangements for buses" ? 
In all, there are 20 buses, run on contract basis. 
The contract is renewed year after year. 
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Cochin R e f i n r r y has provided f r e e t r a n s p o r t a t i o n 
f a c i l i t y t o i t s employees t o and from EmakulOim, Th i s 
i s mainly in tended fo r t h e employees l i v i n g o u t s i d e t h e 
t ownsh ip . The co-npany o p e r a t e s a number of b u s e s and t h i s 
f a c i l i t y i s made a v a i l a b l e t o the c h i l d r e n of t h e employees 
a l s o f o r a t t e n d i n g t h e i r schools and c o l l e g e s . 
Apar t from t h e s e r e f i n e r i e s o t h e r u n i t s have a l s o 
made adequa te and more or l e s s s a t i s f a c t o r y a r r angemen t s 
of t r a n s p o r t a t i o n f a c i l i t y f o r t h e i r employees and t h e i r 
c h i l d r e n . From a l l t h e s e d i s c u s s i o n s , i t i s q u i t e c l e a r 
t h a t t h e p o l i c i e s a s we l l a s p r a c t i c e s of the R e f i n e r i e s 
r e g a r d i n g w e l f a r e a m e n i t i e s i n g e n e r a l and t r a n s p o r t 
f a c i l i t y i n p a r t i c u l a r a r e q u i t e s a t i s f a c t o r y and meaningful 
5 . MEDICAL FACILITY 
p h y s i c a l h e a l t h of an i n d i v i d u a l worker i s as 
impor t an t a s o r g a n i z a t i o n a l h e a l t h . Ra the r o r g a n i z a t i o n a l 
h e a l t h depends i n many ways, on i n d i v i d u a l p h y s i c a l and 
m e n t a l c o n d i t i o n s . The F a c t o r i e s Ac t , 1948 r e q u i r e s an 
i n i t i a l a s w e l l a s p e r i o d i c examina t ion of the p e r s o n s 
employed i n F a c t o r i e s / O r g a n i z a t i o n , Th i s b e n e f i t s bo th ways 
and t h e b e n e f i c i a r i e s a r e bo th t h e i n d i v i d u a l workmen as 
19 
w e l l a s t h e management ( o r g a n i z a t i o n ) . jj^ o r g a n i z a t i o n s 
19 . For g r e a t e r d e t a i l s p l e a s e see t h e s t i ) -head ing 
" P h y s i c a l examina t ion" in Chap te r I I p a s t e on p a g e . 
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whpre there i s no factory Medical Off icer , the r e s p o n s i b i l i t y 
for carrying out t h i s task r e s t s with the personnel of f icer 
and i\e has to manage for checking and phys ica l screening of 
workmen, 
hn Ind i i s t r i a l Medical Officer, l i k e Personnel / I -R. 
Off icer i s a s p e c i a l i s t on the hea l th s ide of the i ndus t ry . 
He a l so has to perform dual funct ions . He has to take both 
prevent ive and cura t ive measures, i n h i s prevent ive approach, 
he must work c lose ly with Personnel Off ice r , I n d u s t r i a l 
h e a l t h i s a vast subjec t to be touched upon by the personnel 
managers and so i n d i v i d u a l ' s hea l th i s important enough to 
be taken care of by the Medical Of f ice r , Factory hygiene, 
f i r s t a id and in tens ive and extensive medical ca re / t r ea tmen t 
a re some of the aspects t o be covered. The f i r s t p a r t i , e , 
f ac tory hygiene has already been d i scussed in the previous 
sec t ions on hea l th and safe ty . Oi l r e f i n e r i e s a re csbserving 
the provis ions of the Factor ies Act, r e l a t i n g t o hea l th 
and medical f a c i l i t i e s bu t the prevent ive aspects r equ i re 
more a t t e n t i o n not only due t o the f a c t "prevention i s 
always b e t t e r than cure", but a lso because of the reason 
t h a t prevent ive measures l ike c l e a l i n e s s of the workshops 
and t h e i r surroundings and the d i sposa l of a f f l uen t s , 
sc raps and wastes and cleaning of l a t r i n e s and u r ina l s are 
abso lu te ly important for healt±i aare and they have not been 
taken care of adequately. So far as c u r a t i v e measures are 
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concerned, adequate f a c i l i t i e s have been provid'^d f o r bu t 
s t i l l some s h o r t comings have been observed in p r a c t i c e s , 
A d e t a i l e d d i s c u s s i o n on medica l f a c i l i t i e s f o l l ows : 
MEDICAL FACILITIES IN REFINERIES 
The management of Barauni R e f i n e r y i n view of i t s 
s t a t u t o r y o b l i g a t i o n , has managed for f i r s t a i d boxes 
everywhere in t h e p l a n t s and p r o v i s i o n f o r t r a i n i n g employees 
have a l s o been made in making use of t h e f a c i l i t i e s a v a i l a b l e 
t h e r e . However, they show l i t t l e i n t e r e s t s in g e t t i n g 
t r a i n i n g and us ing f i r s t a i d boxes a s a fu l f l edged d i s p e n s a r y 
i s a l s o a v a i l a b l e a t t he g a t e of t h e R e f i n e r y . The f i r s t 
a i d boxes g e n e r a l l y c o n t a i n th*^ t h i n g s necessa ry fo r f i r s t 
a i d l i k e b u m o l , d e t t o l and o in tmen t s e t c . Oxygen i n h a l e r s 
a r e a l s o a v a i l a b l e i n t h e workshops . 
There i s a f u l f l e d g e d d i s p e n s a r y s i t u a t e d o u t s i d e t h e 
p l a n t s nea r t h e g a t e , A f u l l t ime d o c t o r w i t h t w o / t h r e e 
compounders and d r e s s e r s i s always (round t h e c lock) 
a v a i l a b l e f o r in ined ia te t r e a t m e n t ©f t h e employees i f any 
a c c i d e n t t a k e s p l a c e and c a u s e s i n j u r y t o them. I f t h e 
s i t u a t i o n becomes s e r i o u s t o be hand l ed t h e r e , t h e p a t i e n t 
i s immediately s e n t t o t h e main h o s p i t a l of t h e Ref ine ry 
in t h e township a f t e r some necessairy t r e a t m e n t . 
The main h o s p i t a l i s f u l l y equipped wi th modern 
a p p l i a n c e s , i n s t r u m e n t s , a p p a r a t u s and medica l equipments 
wi th l a b o r a t o r i e s and o p e r a t i o n t h e a t r e e t c . There a r e 32 
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beds for the p a t i e n t s admitted in the h o s p i t a l . The number 
of doctors and para-medical s t a f f (compounders, d r e s se r s , 
nurses , laboratory s t a f f e t c . ) i s q u i t e s u f f i c i e n t . All 
the medicines a r e provided to the p a t i e n t s from the 
dispensary . In case any medicine i s not ava i lab le a t the 
time of requirement the p a t i e n t purchases i t from outs ide 
and the amount p4id i s reimbursed l a t e r on. If the case 
i s more se r ious , r equ i r ing t rea tment for which f a c i l i t i e s 
are not ava i l ab le in the h o s p i t a l , the p a t i e n t i s refer red 
e i t h e r to Darbhanga or Patna or any o ther renowned hosp i t a l 
and the e n t i r e expenses a re borne by the management of the 
Refinery. 
For the hea l th care and t reatment of the Officers and 
the s t a f f , Gauhati, Refinery has a l s o es tab l i shed t h r ee 
Departmental d i spensa r i e s in each of the three s ec to r s 
and one 25 bed h o s p i t a l , fu l ly equipped with necessary 
equipments, f a c i l i t i e s and competent personnel who include 
doc tors , nurses , compounders, d re s se r s and other supporting 
s t a f f . The f a c i l i t i e s a v a i l a b l e t o the employees of Gauhati 
Refinery i s very much s imi la r t o those of Barauni Ref inery. 
Mathura Refinery a l so has fu l l - f ledged h o s p i t a l a t 
Mathura Refinery Nagar with a Chief Medical Officer as the 
Head of the Hosp i t a l . I t a l so provides a l l the medicine and 
f a c i l i t i e s ovai lab le and the onp 's not ava i lab le the re a re 
allowed t o be obtained from o u t s i d e . The hosp i t a l has a 
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sophis t ica ted and v/ell-equiped operat ion thea t re and admitting 
f a c i l i t i e s , Ihere are e igh t (8) doctors out of whom three (3) 
a re fanales . i f t reatment of any d i e sase , because of any 
reasons, i s not ava i l ab l e in Kathura Refin-ry Hospi ta l , the 
CMO refers the p a t i e n t s to ou t s ide consu l t an t /doc to r /hosp i t a l 
for t reatment . The amount for the ou ts ide treatment i s 
e i t h e r advanced upto a c e r t a i n l i m i t or reijnbursed on the 
recommendations of the Medical Off icer l a t e r on, 
CRL has introduced a con t r ibu to ry medical plan under 
which medical a s s i s t a n c e i s provided to the employees of the 
company and t h e i r dependents. All the employees o i r o l l e d as 
the members of the scheme and t h e i r dependents who include 
Spouse, unmarried sons and daughters including adopted ones 
and widowed dependent mother e t c , a r e e l i g i b l e for the benef i t 
under the p l a n t . But such b e n e f i c i a r i e s would not be 
covered by any o ther schemes. The bene f i c i a r i e s have to 
cont r ibute towards the expenses of t he medical benef i t s 
a t prescribed r a t e s and the r e s t i s contr ibuted by the 
Company, 
The scheme i s adminis t ra ted by a Medical Plan Committee 
cons i s t ing of equal number of r ep re sen t a t i ve s of Employees 
Associat ion as well as management. On the recommendation of 
the Committee, the company has e s t ab l i shed a panel of Medical 
P r ac t i one r s /Spec i a l i 3 t s and Hospi ta ls /Nursing Homes for the 
purpose. The comnittee reviews the panel pe r iod ica l ly and 
makes su i t ab le a d d i t i o n s / d e l e t i o n s with the approval of the 
comapny as and when requ i red . 
Thus we sei? t h a t r e g a r d i n g h e a l t h c a r e and m e d i c a l 
f a c i l i t y t h e p o l i c y of I n d i a n O i l C o r p o r a t i o n i s t h a t of 
m a i n t a i n i n g i t s own h o s p i t a l s a t t h e t o w n s h i p a t t a c h e d i n 
e a c h r e f i n e r y . And a l l t h e e m p l o y e e s a l o n g w i t h t h e i r 
e l i g i b l e d e p e n d e n t s r e s i d i n g i n s u c h t o w n s h i p a r e e n t i t l e d 
t o g e t m e d i c a l a t t e n d e n c e and t r e a t m e n t from t h e c o r p o r a t i o n ' s 
h o s p i t a l s . 
The p a t i e n t s c a n b e r e f e r r e d t o o u t s i d e h o s p i t a l / 
s p e c i a l i s t s by t h e Cl-10 o n l y i n t h e c a s e s where t r e a t m e n t 
c a n n o t be had i n t h e R e f i n e r y H o s p i t a l s . Employees and 
t h e i r d e p e n d e n t s may r e c i e v e m e d i c a l a t t e n d a n c e / t r e a t m e n t 
from one of t h e n o m i n a t e d h o s p i t a l s . N u r s i n g Homes, In such 
c a s e s r e i m b u r s e m e n t of e x p e n s e s i n c u r r e d by t h e e m p l o y e e s 
( e x c e p t d i e t c h a r g e s and s p e c i a l n u r s i n g c h a r g e s ) s h a l l b e 
made l i m i t e d t o t h e c h a r g e s f o r s u c h t r e a t m e n t a s p e r 
e n t i t l e m e n t u n d e r t h e M e d i c a l R u l e s , Ward e n t i t l e m e n t f o r 
t r e a t m e n t i n n o m i n a t e d h o s p i t a l s / n u r s i n g homes and r a t e s 
of c o n s u l t a t i o n f e e a r e p r e s c r i b e d from t i m e t o t i m e . 
The p o l i c y a d o p t e d by CRL i s e n t i r e l y of d i f f e r e n t 
n a t u r e which i s f o l l o w e d more on t h e l i n e of m e d i c a l 
i n s u r a n c e scheme t h a n on t h e l i n e o f m e d i c a l b e n e f i t s 
s cheme , a s i t i s a p p l i c a b l e i n c a s e o f IOC and o t h e r 
c o r p o r a t i o n i n O i l R e f i n i n g i n d u s t r y of I n d i a , 
6 , FAIR PRICE SHOPS AND CO-OPERATIVE STORES; 
In t h e s e s s i o n o f I n d i a n L a b o u r C o n f e r e n c e (ILC) 
h e l d i n 1962, much e m p h a s i s was l a i d on t h e o p e n i n g of 
f a i r p r i c e s h o p s f o r t h e b e n e f i t of i n d u s t r i a l w o r k e r s . 
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The Conference reccxnmended t h a t the e s t a b l i s h m e n t s 
employing more than 300 workers shou ld s t a r t opening 
f a i r p r i c e shops . But up to 1969^35% of such e s t a b l i s h m e n t 
(covered under the scheme) did n o t s e t up f a i r p r i c e shops . 
Others opened i t and some of them went even one s t e p f u r t h e r 
by e s t a b l i s h i n g Coopera t ive S t o r e s a long side.- ' / the S t a t e 
Governments took the r e s p o n s i b i l i t y of making r e g u l a r and 
s u f f i c i e n t supply of e s s e n t i a l commodit ies t o t h o s e f a i r 
p r i c e shops and c o o p e r a t i v e s t o r e s . But u n f o r t u n a t e l y t h e 
s t a t e could not e n s u r e i t and t h e shops and t h e s t o r e s 
people had to face t h e problem of inadequa te and i r r e g u l a r 
supply of commodities f o r long which c r e a t e d a s o r t of 
d i s s a t i s f a c t i o n among t h e w o r k e r s . The p u b l i c a t l a r g e a l s o 
had to face such problems i n t h e p a s t . The s i t u a t i o n has 
20 
c o n s i d e r a b l y changed over the t i m e . 
Alongwith i t s s i s t e r u n i t s Barauni -"^finery has a l s o 
opened f a i r p r i c e shops and e s t a b l i s h e d S o - o p e r a t i v e s t o r e s . 
They a l s o had t o s u f f e r from t h e same k inds of h a n d i c a p s . 
P a r t i c u l a r l y t h e working of t h e c o - o p e r a t i v e s t o r e s i s q u i t e 
u n s a t i s f a c t o r y . For most of t he t ime in the y e a r the s t o r e s 
a re found c losed and the goods and t h e commodities expec ted 
to be a v a i l a b l e a r e g e n e r a l l y n o t a v a i l a b l e fo r which both 
the s t a t e Govt, as w e l l a s managennent of t h e Ref inery a r e 
r e s p o n s i b l e . T h e r e f o r e , t h e Government and the management 
both have to take c o r r e c t i v e measures and ensure employees 
20, Report of N a t i o n a l Commission on Labour Govt , of Ind ia 
p .141 
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continous and adequate supplies of e s sen t i a l commodities 
of proper qua l i ty a t reasonable p r i c e s . 
Gavihati Refinery has e s t ab l i shed three co-operat ive 
s to res one in each sec to r for the bene f i t of i t s employees 
Mathura un i t of IOC a l s o has f a i r p r ice shops and co-operat ive 
socie ty in i t s township, 
CRL has e s t a b l i s h e d a c r e d i t socie ty as well as a 
consumer co-operat ive Socie ty . Besides, cont r ibut ing to the 
share c a p i t a l , the company has a l so extended other f a c i l i t i e s 
and ass i s tance to enoourage co-operat ive movement among the 
employees. 
Any employee can become the member of the c r e d i t society 
by taking sha re / s , the face value of one share being P« 100/-
The members may a l s o deposi te money with the society on which 
they get i n t e r e s t . The socie ty advances both monthly as well 
as long term loans to i t s members. The former has to be paid 
back in the next month, while the l a t t e r may be paid back in 
ins ta lments . The r a t e s of i n t e r e s t are pe r iod ica l ly reviev/ed 
and changed. The soc i e ty i s run on democratic l ines and the 
p r o f i t earned by i t i s d i s t r i b u t e d among the members in the 
for-p. of dividend. 
The consumer soc ie ty runs the canteen as well as the 
consumers s t o r e . Both of them are run on non p r o f i t no loss 
b a s i s . The company has made provis ion for building accomoda-
t i o n , fu rn i tu r e s , equipments and u t e n s i l s . This soc ie ty i s 
a l so run on democratic l i n e s . Every employee can be a member 
of the consumer s o c i e t y . Regarding canteen a fu l l d iscuss ion 
J / / 
h a s b e e n done on t h e p r e v i o u s pagef- u n d e r t h e c a p t i o n 
C a n t e e n F a c i l i t y . 
Though, t h e p o l i c y of t h e r e f i n e r i e s r e g a r d i n g 
o p e n i n g of f a i r p r i c e s h o p s and c o n s u m e r s c o - o p e r a t i v e 
s o c i e t y i s a l r i g h t b u t t o make s u r e t h a t t h e t h i n g s a r e 
made a v a i l a b l e t o emp loyees a d e q u a t e l y and a t r e a s o n a b l e 
p r i c e s , t h e r e f i n e r i e s have t o pay g r e a t e r a t t e n t i o n , 
SOCIAL SECURITY MEASURES; 
S o c i a l s e c u r i t y , a c c o r d i n g t o L o r d B e v e r i d g e , " i s an 
a t t a c k on f i v e g i a n t s , v i z , w a n t , d i s e a s e , i g n o r a n c e , S q u a t o r 
and i d l e n e s s " . The c o n e p t of s o c i a l s e c u r i t y i s e s s e n t i a l l y 
r e l a t e d t o t h e i d e a l s of human d i g n i t y and s o c i a l j u s t i c e . 
T o - d a y ' s s o c i a l s e c u r i t y sys tem h a s beco-ne so much c o m p r e h e n -
s i v e t h a t w e l f a r e s t a t e a s sumes r e s p o n s i b i l i t i e s of a n 
i n d i v i d u a l member from "Womb t o t o m b " . 
S o c i a l s e c u r i t y , a c c o r d i n g t o ILO i s , " t h e s e c u r i t y 
t h e s o c i e t y f u r n i s h e s , t h r o u g h a p p r o p r i a t e o r g a n i z a t i o n , 
a g a i n s t c e r t a i n r i s k s t o which i t s members a r e e x p o s e d , T h e s e 
r i s k s aire e s s e n t i a l l y c o n t i g e n c i e s a g a i n s t w h i c h t h e i n d i v i d u -
a l s of s m a l l means , can n o t e f f e c t i v e l y p r o v i d e by h i s own 
a b i l i t y o r f o r e s i g h t a l o n e o r even w i t h p r i v a t e c o m b i n a t i o n 
w i t h h i s f e l l c w s " . 
T h e r e a r e t h r e e c o n s i t u e n t s of s o c i a l s e c u e i t y v i z ; 
( a ) S o c i a l I n s u r a n c e , (b) S o c i a l A s s i s t a n c e , and ( c ) A l l i e d 
S e r v i c e s , 
J I O 
According to ^everidge Social Insurance is "giving 
in return for contribution, benefits upto subsistance 
level, as of right and without means tests, so that an 
individual may build freely upon it. Thus social insurance 
implies that it is compulsory and that men stand together witn 
their fellows? 
Social Assistance has been defined by ILO as "a service 
or scheme which provides benefits to persons of small means 
as of right in amounts sufficient to meet minimum standards 
of ne'd and financed from taxation". 
Allied services include the kinds of benefits which 
are derived from the schemes either fully financed by the 
employer such as workmen compensation or fully financed by 
the employees such as Thrift and Welfare Schemes or jointly 
financed by the beneficiaries and their employers, for 
example contributory provident fund. 
In India there is only one schenfie which is run on the 
line of social insurance and that is ESI Scheme, where as 
there are several schemes that are run on the line of social 
assistance but they are not very comprehensive from the view 
point of their coverage and tlir-re are only a few schemes 
which can be put in the category of allied services, 
SOCIAL SECURITY MEASURES IN REFINERIES; 
Several social security measures have already been 
taken by Indian Oil Corporation for the benefit of the 
workers employed in its various refining and other ancillary 
units. Most of them are operating under staturoty compulsion. 
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Only a few i s benevolent in na tu re . 
These schemes are as follows: 
( i ) Provident Fund; Under t h i s scheme e l i g i b l e employees 
a re required to contr ibute a t the r a t e of 8.3 3% of t h e i r 
pay and matching contr ibut ion i s paid by the company. Member 
employ*^' s a re allowed irefundable/non-refunaable loans and 
advances in c e r t a i n cases . After ret ire-nent/on superannuation 
the benef ic ia ry gets a l l of h is con t r ibu t ion and the contr ibu-
t i on made by the company alongwith the i n t e r e s t there on and 
in case of death h is he i rs and dependents a re e n t i t l e d to 
ge t bene f i t under the law as per r u l e s , 
( i i ) Employees Family pension Scheme -1971; Section 6 'A* 
of the Employee's Provident Fund Act, 1952, gives power to 
the Centra l Government to frame an Employee's Family pension 
Scheme for giving family pension and l i f e assurance bene f i t s 
to the employees of any any es tabl ishment where t h i s a c t 
app l ied by giving a not ice in the o f f i c i a l Gazet te , The 
Government could do so in the year 1971, This scheme is 
app l i cab le to every employee who beca-ne a member of Corpora^ 
t i on*s Provident Fund Scheme a f t e r 1,3,1971. 
( i i i ) Group Insurance Scheme; All r egu la r employees of Indian 
Oil Corporation are insured for a sum of Rs 10,500/- in l i eu 
of Employee's Deposite-1inked Insurance Scheme, 1976, Upon 
the death of the m'^ mber wf'ile in s e rv i ce , the sum assured 
s h a l l become payable to the company for the benef i t of the 
nominer (person/persons nominated by the member under the 
Providend Fund), 
J ') U 
This scheme has a l so been i n s t i t u a t e d under the 
Provident Fund Act, 1952, Section 6(c) of the Act provides 
t h a t the Central Government may frame a scheme by n o t i f i c a -
t ion in the Off ic ia l Gazette to be ca l led the Employee's 
Deposite - l inked Insurance Scheme for the purpose of 
pjToviding l i f e insurance benef i t s t o the e.iiployees working 
in any establ ishment to which EPF, Act, 1952, a p p l i e s . The 
Central Government framed t h i s scheme in 1976, 
(iv) Scheme of se l f - Insurance : Under t h i s scheme, employees 
of the Corporation who die in se rv ice or become d isab le 
t o t a l l y and permanently due to an acc ident a r i s ing out of 
and in the course of employment, are e n t i t l e d to get compen-
sa t ion equivalent to 60 months* b a s i c Pay subject to a 
minimum Rs 60 ,000/ - and a maximum of Rs 1,00,000/- Compensa-
t ion payable under the scheme i s inc lus ive of the compensation 
payable under the scheme i s inc lus ive of the compensation 
payable to the workmen under the workmen's compensation' Act, 
1923, In case of death the dependents w i l l get the compensa-
t i o n amount. 
(v) Gratui ty & Compassionate Gra tu i ty ; 
The amount of g r a t u i t y i s payable to the employees or 
h i s nominees(s) under the payment of Gratuity Act,1972,The 
payment of g r a t u i t y may be as underi 
(a) On superannuation; 
(b) On h i s r e s igna t ion or r e t i r emen t ; 
.Jlil 
(c) On h i s death or disabIeT)ent; and 
(d) Due to accident or diseases 
The Quantum of Gra tu i ty payable in I«0»C«: 
( i ) Gratui ty i s paid (i 15/2 6 of the monthly emoluments 
( to a maximum of Hs 2500/-) for each completed year of 
se rv ice or p a r t thereof in excess of s ix months subjec t 
to a maximum of 16 V2 tijiies of the monthly erroluments of 
Rs 36,000/- whichever i s l e s s , 
( i i ) In case of death or permanent mental or physical 
d i s a b i l i t y , g r a t u i t y i s paid as under: 
(a) For l e s s than one Gra tu i ty equiva len t t o 
year se rv ice , 4 months emoluments, 
(b) More than one year Gra tu i ty equivalent 
bu t l e s s than 5 years t o 6 months emoluments. 
(c) More than 5 years Gra tu i ty equ iva len t to 
10 months emoluments or 
as mentioned at (1) above 
whichever i s h igher . 
(Hi) Minimum qualifying service for being entitled to 
g r a t u i t y in various contingencies as mentioned above o ther 
than death i s as under: 
(a) Superannuation 5 years 
(b) Termination/Discharge/ 
Dismissal by way of disciplinary 
action 10 years 
(c) Resignat ion/voluntary 
re t i rement , 5 y e a r s . 
;]y 
In addit ion to normal gra tui ty ,compassionate 
g r a t u i t y may be granted by the Managing Director of the 
Corporation to the family of deceased employees on compa-
ss iona te ground when he i s s a t i s f i e d t h a t the death of 
the employee has l e f t his family in d i f f i c u l t s i t u a t i o n . 
The r a t e of compassionate g r a tu i t y i s half month's pay 
for each year of service . subject t o a maximum of 12 
months and a minimum of 10 month's pay. 
Thus we see tha t Indian O i l ' s policy regarding Social 
Secur i ty measures, which cons t i t u t e a p a r t of enployee 
Vv'elfare Scheme i s a l so qui te comprehensive and favourable . 
These provis ions are appl icable to a l l the r e f i n e r i e s 
operat ing under IOC including Barauni, Gauhati, and Mathura. 
In CRL a lso there are schemes which cover and p ro t ec t 
the employees and t h e i r family members aga ins t c e r t a i n 
cont igencies to which they are exposed. The schemes are as 
unders 
( i ) Group Personal Accident Insurance Scheme; The company 
has purchased accident insurance coverage for a l l employees. 
This extends insurance benef i t s t o employees injured on o r 
off the Job, In add i t ion to ensuring t h e i r sa la ry while 
of f - job as a r e s u l t of injury, the scheme a lso meets 25% 
of medical ecpenses. In case of death a r i s i ng out of such 
acc ident employee's dependents are e l i g i b l e to receiv-^ : upto 
f ive years sa lary subject to a maximum of 3^ 2 l a k h s . 
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( i i ) Workmen's C o m p e n s a t i o n I n s u r a n c e Scheme: 
The company h a s a l s o a d o p t e d w o r k m e n ' s c o m p e n s a t i o n 
I n s u r a n c e Scheme which i s o p e r a t i n g u n d e r Workmen 's 
C o m p e n s a t i o n A c t , 1 9 2 3 . The j u r i s d i c t i o n of t h i s Scheme 
e x t e n d s o n l y t o a c e r t a i n p o r t i o n of w o r k f o r c e b e c a u s e 
o f t h e r e s t r i c t i o n of s a l a r y l i m i t imposed by t h e A c t , 
M o r e o v e r , t h i s c o v e r s i n j u r i e s o n l y i n s i d e t h e f a c t o r y 
and o n l y t h o s e i n j u r i e s o u t s i d e t h e f a c t o r y which have 
b e e n c a u s e d u n d e r s p e c i f i c c i r c u m s t a n c e s . B e c a u s e of t h e s e 
i n h e r e n t draw b a c k s i n t h e p r o v i s i o n s of t h e workmen ' s 
C o m p e n s a t i o n Scheme e v e r y e r rp loyee i n Coch in R e f i n e r y 
L i m i t e d p r e f e r s t o o p t Group P e r s o n n a l A c c i d e n t s I n s u r a n c e 
Sch«ne wh ich i s more a t t r a t i v e . Workmen ' s c o m p e n s a t i o n Scheme 
t h u s i s m o s t l y c o n f i n e d t o t r a i n e e s i n CRL. 
A p a r t from t h e s e schemes EPF. F a m i l y P e n s i o n , G r a t u i t y 
e t c , a r e a l s o a p p l i c a b l e t o t h e e m p l o y e e s of CRL a s t h e s e 
t o g e t h e r foom a p a r t o f t h e S t a t u t o i r y r e q u i r e m e n t s of t h e 
o r g a n i z a t i o n s : 
O t h e r r e f i n e r i e s i n t h e I n d u s t r y a r e a l s o n o t an exempt 
o f such p r o v i s i o n s , t h e r e f o r e , a l l a r e f o l l o w i n g one o r t h e 
o t h e r s o c i a l S e c u r i t y Schmes , 
CONCLUSIONS 
The S i g n i f i c a n c e of employee w e l f a r e and e m p l o y e e s 
r . o r v i c e s i s e v i d e n t from t h e f a c t t h a t a v a i l a b i l i t y of such 
f a c i l i t i e s b e n e f i t t h e e m p l o y e e s and ^ t t h e same t i m e t o t h e 
e m p l o y e r . They a r e b a s e d on m u t u a l i t y p r i r . c i p l e s . For 
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employe'^s they a re an a id to t he i r a l l round s a t i s f c c t i o n 
and well-being and in turn they i n d i r e c t l y help the 
employer in r a i s i n g the produc t iv i ty of the organ iza t ion . 
By providing welfare amenities and employee serv ices the 
management may a l so be able to discharge a par t of i t s 
r e spons ib i l i t y tov/ards the soc i e ty . At the same time 
management a lso t r i e d to f u l f i l i t s legal ob l iga t ions 
as imposed upon by the Factor ies Act, 1948 and Acts 
pe r t a in ing to labour . 
Thus e.nployee Welfare Services have been broadly 
c l a s s i f i e d in to two ca tegor ies , v i z . s t a tu to ry and non-
s t a t u t o r y (voluntary) or in t ra -mura l and ext ramural . 
Those which are provided within the premises of the 
undertaking and those provided ou ts ide the o rgan iza t iona l 
pre-nise. 
Looking a t t h e i r importance and a l so because of 
l ega l ob l iga t ions a l l the r e f i n e r i e s in the Indian Oil 
industry have done a l o t in the f i e l d of employee V^Jelfare 
and employee s e r v i c e s . So far as the obl iga tory hea l th and 
safety provis ions are concerned, a p a r t from s t a t u t o r y 
requirements, the policy of the indus t ry i s to be very 
caut ious and careful as the indus t ry having infIcupnmable 
products i s highly f i r e prone,hence f i r e f igh t ing provisions 
and safety from f i r e i s extr^ne important and the company 
takes grea t cognizance of i t . Since Refining machinery and 
equipments are a l so very cuTiTiicated, the chance of accidents 
taking place i s much g r e a t e r . T h a t ' s why the management of 
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the r e f i ne r i e s have provided a l l kinds of p ro tec t ive 
equipments to t h e i r employees. I t i s su rp r i s ing t h a t 
by not using these equipments and a l s o by avoiding 
sa fe ty measures they expose themselves to acc iden t s . 
Such kinds of avoidance behaviour on the p a r t of the 
workers have been commonly repor ted . 
The management of the r e f i n e r i e s have a l s o taken 
care for providing amenities s t a t u t o r i l y reqiiired such 
as provis ions of canteen, drinking water, latrixaes and 
u r i n a l s , sp i t toons , bathing and washing f a c i l i t i e s , r e s t 
rooms and r e s t s h e l t e r s and so on So f o r t h . So fa r as 
c l ean l ine s s i s concerned, i t i n v i t e s a t t e n t i o n of the 
people responsible for . 
Regarding non-s ta tu tory welfare se rv ice , the managements 
of the r e f i n e r i e s follow the philosophy of providing maximum 
poss ib le f a c i l i t i e s to t h e i r emoloyees. The idea behind 
such i s to share t h e i r personal problems and as f a r as 
p o s s i b l e allow them t o be free from bas i c family problems 
l i k e housing accommodation, medical ca re , education f a c i l i t y 
for t h e i r ch i ldren , provisions of r e c r e a t i o n a l f a c i l i t i e s , 
t r an spo r t a t i on to and from the place of work and a l so 
providing necessary commodities a t f a i r p r ices and though 
cooperat ive s t o r e s . 
On the whole provisions of ~n )loyGe serv ices both 
s t a t u t o r y and non-statutoiry have been found to be qu i t e 
s a t i s f a c t o r y in almost a l l the r e f i n e r i e s . But s t i l l there 
i s always scope for more and b e t t e r f a c i l i t i e s and fur ther 
improvement in e x i s t i n g ones. 
C H A E ^ T E R - V I I 
a O B S A T I S F A C T I O N 
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CHAPTER VII 
J_qB. SATISFACTION 
The q u e s t i o n as t o why peop le work has s i n c e long 
been i n t r i g u i n g p e o p l e . Since m i d - n i n ^ t e e n t h i r t i e s 
p s y c h o l o g i s t s have made s i n c e r e and h o n e s t e f f o r t s to 
answer t h i s b a s i c q u e s t i o n . I t has been sugges ted t h a t 
the e a r l i e s t man s t a r t e d working in o r d e r to ach ieve means 
f o r s u r v i v a l , b u t Morse and Weiss (1955) hold the view t h a t 
men cou ld work even i f they were f i n a n c i a l l y w e l l o f f " . 
The d e s i r e t o work i s b r o a d l y r e f e r r e d t o as m o t i v a t i o n . 
But t o unde r s tnd m o t i v a t i o n i s r e a l l y a d i f f i c u l t j o b , Dunne-
t t e and Ki r chne r have r i g h t l y s a id t h a t the mot iva t ion of 
employees i n i n d u s t r y i n one of the most impor tan t b u t t h e 
a 
l e a s t unders tood a r e a s of i n d u s t r i a l p sycho logy . A s / r e s u l t 
the development of t h e " w i l l to work" as been and c o n t i n u e s 
t o be i n d u s t r y ' s co re problem. I n s p i t e of conce r t ed e f f o r t s . 
We have not been ab l e t o e x t r a c t and i s o l a t e t h e f a c t o r s t h a t 
i n f l u e n c e our behav iou r on the j o b , because we have no t been 
ab le t o f u l l y comprehend t h e c o m p l e x i t i e s of human m o t i v a t i o n 
and humand b e h a v i o u r . 
With the advent of T a y l o r ' s S c i e n t i f i c management i t 
was assumed t h a t employees were p r i m a r l y mot iva ted by a 
more 
d e s i r e t o e a r n / a n d more money and o t h e r mot ives were e i t h e r 
n o n - e x i s t e n t o r of l i t t l e impor tance . On the c o n t r a r y , E l t o n 
Mayo, i n t e r p r e t e d t h e r e s u l t of t h e e x p e r i e n c e a t t h e Western 
E l e c t r i c company in terms of man's p e c u l i a r human need of 
be long ingnes s to be regarded as a s i g n i f i c a n t member of a 
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group. Whereas Scientific management had been contended 
to assume that man's most basic motives were economic 
in nature. Mayo, made equally oversimplified assumption 
that group membership and affiliation were the most 
fundamental need of human being. But this must be admitted 
that Mayo's effort stimulated a genuine desire among the 
psychologists and behavioural scientists to understand 
needs and aspirations associated with job which may lead 
to job satisfaction. 
Work is considered to be one of the most important 
activities of human being. One's place in the society is 
generally determined by the type of job one does. Naturally 
oefore accepting a job a person develops aspirations and 
his satisfaction in life to a great extent, is determined 
by the extent to which his needs and aspirations are fulfilled 
by the job. The satisfaction in one's work and his ]Job depends 
on the extent to which his work, his job and his way of life, 
thst is associated with him, enable him to play the kind of 
role he wants to play in the society. Thus the needs, 
aspirations, values and motives that we associate with onr 
jobs would go a long way in shaping our behaviour and making 
us satisfied with our jobs as well as our lives. 
The whole of the discussion done so far is enough to 
dictate us the value and thus importance of job satisfaction 
and its study. Hence, allocation of the present chapter to 
the study of job satisfaction among the employees of the 
refining industry in general and TOC in particular would 
be in order. This also becomes relevant from the view point 
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of examining the effectiveness of person.el policies, 
procedures and practices as existent in the oil refining 
industry. 
A CONCEPTUAL ANALYSIS OF JOB SATISFACTION 
To xinderstand the concept of job satisfaction it is 
absolutely necessary to first understand other related terms 
such as attitude values, beliefs, behaviour and motivation. 
A brief description of all these terms will go a long way 
in helping to understand as to what job satisfaction is and 
how far it is concerned with job related behaviour and in 
what sense a study on job satisfaction is worthwhile for 
an organization, 
ATTITUDE: An attitude is an evaluative statement either 
favourable concerning objects, people or events. It reflects 
as to how one feels about something. When a person says 
th^t he likes his job, he is expressing his attitude towards 
his job, 
TYPES OF ATTITUDE: People have thousands of attitudes, but 
organizational behaviour focuses our attention on a very 
limited number of job-related attitudes. These attitude 
encompass the positive or negative evaluations that employees 
hold about the various aspects of the job environment. 
Broadly speaking there are three primary attitudes viz; job 
satisfaction, job involvement and organisational commitment 
out of which the first one is of concern to the present study. 
1. Stephen P. Robbins, Organizational Behaviour, PHI»New 
Delhi, 1985^ PP- 53-54. ' 
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VALUES: Values are not the same as a t t i t u d e . Values are 
the broader and more ercompassing concept. So values are 
more general than a t t i t u d e s . Values a l s o contain a moral 
f lavour of Tightness or d e s i r a b l i t y . The statement t h a t 
d iscr iminat ion i s bad r e f l e c t s one 's values and not 
a t t i t u d e . Though a t t i t u d e and values are d i f f e ren t , they 
are c lose ly re la ted values l i k e a t t i t udes are acquireei from 
pa ren t s , t echers and peer group members. In con t ras t to 
a t t i t u d e values are more s t a b l e . 
BELIEFS OR OPINIONS; Bel ie fs are cogni t ions held by an 
ind iv idua l regarding some object , concept or event or the 
r e l a t i o n s h i p between these th ings . The statements l i k e 
"Itfy Cash r e g i s t e r i s jamming", "You are working harder than 
she i s " , "The pressure in the tank i s upto 150 l i t r e s per 
square inch", are a l l b e l i e f s . All a re subjec t ive s t a t e of 
an ind iv idua l . Most are concrete and more than l i k e l y , 
2 
represent true state of affairs but they may not, 
MOTIVATION t One may define motivation in terms of some 
outward behaviour people who are motivated, exert greater 
efforts to perform a task than those who are not motivated. 
However, such a definition tells us little, A more definitive 
but less substantive definition would say motivation is the 
willingness to work or willingness to do some thing and is 
conditioned by this actions ability to satisfy certain needs 
of the individual. 
2, Ernest I. Mc Cormick and Daniel Ilgen, Industrial 
psychology P.H.I,, New Delhi 1984, P-132. 
3, Stephen P, Robbins, op.cit.p,132 
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JOB SATISFACTION: Job satisfaction refers to an 
individuals general attitude toward his or her job. 
A person with a high level of job, while e person 
who is dissatisfied with his or her job holds negative 
attitude about the job. When people speak of employee 
attitudes, more often than not they speak of job satisfac-
tion, Infact, th'=» two are very frequently used interchange-
ably/ 
MOTIVATI.-N Vs, JOB SATISFACTION: Often job satisfaction is 
considered as if it were the saTie as work motivation. For 
instance, it is not uncommon to treat both topics in a 
single chapter. But in fact these two topics are quite 
distinct. As job satisfaction is concerned with the fe*^ lings 
one has toward the job, and work motivation is concerned 
with the behaviour that occur on the job. The basic reasons 
for their indiscriminate use are as follows: First satisfac-
tion is a hedonic response of liking or disliking^ , attitude 
object. It is often found that the individuals go for the 
things with which they are satisfied and avoid those things 
with which they are dissatisfied. Resultantly, job satisfac-
tion is frequently associated with job behaviours just as 
motivation. Second, most of the theories of motivation have 
underlying hedonic assumption that individuals are motivated 
to seek that which,is pleasant to them. As a result many 
theories of motivation are also considered as theories of 
job satisfaction. 
4 . I b id ,p .56 
5, Ernest J. Mc Comic and Daniel ^Igen, Op, c i t .P .305 -6 
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Thus job sat isfact ion i s pleasurable 
emotional s ta te as achieving or f ac i l i t a t ing the 
anchievement of one's job values, whereas the job 
dissa t is fact ion is the unpleasurable emotional s ta te 
result ing from the appraisal of one's job as frustrat ion 
Job sat isfact ion and dissatisfaction are the perceived 
relat ionship between what one wants from one's job and 
what one perceives i t as offering, 
STUDIES ON JOB SATISFACTION; Job sat isfact ion has been 
the primary a t t i tude of in te res t to both pract i t ioners 
and researchers over the year. In 1976, Locke, reported 
and there had been wpll over three thousand published 
studies on jub sat isfact ion between the early work of 
Hoppock in 1935 and Locke's review and cr i t ique in 1976. 
Hoppock (1935) is said to have brought the term 'job s a t i s -
faction' into currency, since then innumerable studies have 
been conducted both on the factors influencing i t and the 
techniques of measurement of job sa t i s fac t ion . 
Over a l l job sat isfact ion is believed to be the sum 
of jc^ facet sat isfact ion across over a l l facets of a job. 
Akhtar and Pestonjee(1963) and Ewen (1967) resported a 
posit ive correlation between the over a l l job sat isfact ion 
and job facet sa t is fact ion. 
There is another approach which visual ises job 
sat isfact ion as a weighted sum of job facet sa t i s fac t ion. 
6. IbidjP, 303 
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I n v e s t i g a t o r s ( l i ke Ewen, 1967, Blood 1969) have done 
the importance of job face ts to weigh the facet s a t i s -
fac t ion before summing them up to obta in over a l l 
s a t i s f a c t i o n score . 
Job s a t i s f ac t i on has a l so been opera t iona l i sed as 
the sun of goal a t ta inment or need fulf i lment when summed 
up across job f ace t s . Por te r and Alderfer (1961,1969)seem 
to be in agreement with t h i s conclusion, Vroom's model 
developed in 1964 bears s i m i l a r i t i e s to the above mentioned 
i d e a s . The over a l l s a t i s f a c t i o n may be considered as the 
same as Vroom's valence for a job . 
Port defined s a t i s f a c t i o n as the sum of di f ferences 
of 'How much i s the re now' items and 'How much should there 
be ' i tems across various job f ace t s . Sa t i s f ac t ion has been 
It 
defined in t e rns of need fulf i lment as the correspondence 
between reinforce system of the work environment and the 
individuals need", 
Locke (1969) believes that satisfaction is the 
result of a comparision between fulfilment and desires or 
ideals wheras unfulfilled desires cause dissatifaction, 
should 
In some studied be" items are used for operational measures 
of desires, 
Lawler and wonous (1972) came to the conclusion that 
probably there are several types of feelings that people 
have which can be called satisfaction or which influence 
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t h e i r fee l ings of s a t i s f a c t i o n about t h e i r j o b s . 
Barch (19*76) not only endorses the ideas presented 
above but c l ea r ly p ro jec t s the s a l i e n t fea tures of job 
s a t i s f a c t i o n . He advocates t h a t job s a t i s f a c t i o n i s a 
many faceted concept and r e l a t i onsh ips of s a t i s f a c t i o n 
with other individual and organiza t iona l c h a r a c t e r i s t i c s 
undoubtedly vary with the number of job face t s considered. 
Theories of job s a t i s f a c t i o n ; As regards theor i e s of job 
s a t i s f a c t i o n , a number of them have been proposed but the 
popular and outstanding among them have been labled as 
Vroom's Substra t ive Theory,and iiiis Ins t rumenta l i ty Theory 
(path Goad Theory), Salanick and p f e f f e r ' s soc i a l influence 
Theory, Adam's Equity Theory, Herzberg's Two-factor Theory 
of motivation and job s a t i s f a c t i o n , 
1, Subs t ra t ive Theory Comparision Process; The most widely 
accepted view of job s a t i s f a c t i o n assumes t h a t the degree 
of a f fec t experience r e s u l t s from one or the other kind 
of comparision between the indiv iduals standard and h is 
percept ion of the ex t en t to which the standard i s met. 
The amount of s a t i s f a c t i o n i s the function of the s i ze 
of the difference between the standard and what i s bel ieved 
to have been received from the job . This was the reason 
tha t Vroom labled i t as subs t rac t ive theory of job 
s a t i s f a c t i o n in 1964, 
There has been controversy as to what should serve 
as the standard against- which the achievement i s to be 
compared. Some have argued t h a t the ind iv idua l s needs 
0 9-; 
serve as standard (Morse 1953, Porter 1962,1963)Others 
like Locke (1976) believe that individuals values and 
not needs serve as a standard. Smith, Kendall and Hullin 
(1969) in their popular job satisfaction measure, the 
job Descriptive Index (IDI), considered the Cognitive 
state of individuals frame of reference as the standard 
to which job is compared. 
7 
2. Instrumentality/Expectancy Theory: Vroom defines 
expectancy as a person* s perception as to how his action 
can be related to the attainment of first lev^l outcomes. 
Thus according to him the force impelling a person to 
perform a particular job related action depends on the 
person's preference (valence) for f> first level outcome 
and his subjective probablity estimate (expectancy) that 
his action will result in attaining that outcome. The 
valence (Perference) for attaining the first level outcome 
depends on what the individual perceives the consequence 
of that outcome and how attrative these consequences are, 
3, Social Influence: Salancik and Pfeffer (1977) questioned 
comparision theories of job satisfaction and suggested that 
perhaps people decide how satisfied they are with their job 
by observing others on similar jobs and making inferences 
about others satisfaction. In other words individuals may 
come into a new job not knowing how satisfied they will be 
with it rather they look around, see others like themselves 
7, Ernest and Daniel,op,cit.p,306 
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who are satisfied or dissatisfied with it and these 
observations influence how much satisfied or dissatisfied 
they are with their job. Research by white and Mitchell 
(1979) and Weiss and Shaw (1979) showed that people indeed 
are influenced by their perceptions of others satisfaction. 
Social influence theory of job satisfaction is 
interesting because it recognises the social nature of work 
and suggests a way of determining the job satisfaction which 
was ignored for long. 
Equity Theoryt Equity theory also contains a social element 
in which the individual compares his or her inputs and 
outcomes to those of others. It differs from other theories 
in the sense that it predicts that too much of a good thing 
i t 
i s dissatisfying i . e . receiving more than/is equitable will 
produce less sa t i s fac t ion. The theory has already been 
discussed at some length in chapter V on wages and salary 
adiministration. 
Two-factor Theory: Herzberg (1966) proposed that job 
sat isfact ion stemmed from an entirely different set of 
causes than those cause JOT dissa t i s fac t ion. He suggested 
that there are two sets of factors viz; content and context 
(satisf iers and d issa t i s f i e r s ) , Satisf iers weire such work 
related factors as recognition autonomy, responsibi l i ty 
and the work i t se l f , which could affect sat isfact ion and 
not d issa t i s fac t ion, Dissat isf iers have several other 
dimensions such as pay, promotion, working conditions and 
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behaviours of the Supervisors and Co-workers the present 
of which may not be leading to satisfaction but their 
absence causes dissatisfaction. 
An Assessment: of the Theories: Of the theories discussed 
above, comparision process views se^m to be the most 
important. They appear to explain more variance in job 
satisfaction than other points of view do. However neither 
the social influence nor equity views should be ignored 
altogether. These seem to influence job satisfaction over 
and above the comparision process. However, comparative 
research on different theories is lacking and is needed 
for firm conclusion. 
Job satisfaction and performance^ There has been difference 
of opinion among the Industrial psychologists, OB Scientists, 
researchers and practioners as to whether job satisfaction 
leads to performance or it is vice-versa. The satisfaction 
performance relationship is more complex than the simple 
path of "satisfaction leads to performance". Some people 
may think that high satisfaction always leads to high 
employee performance, but this assumption is not always 
correct. Satisfied workers may be high, overage or even 
low performance and they may continue the level of perfor-
mance that previously brought them satisfaction. 
Some other people are of the opinion that it is 
performance which leads to satisfaction and vice-versa 
is not true. Their ligic is that better performance 
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t y p i c a l l y ieads to higher economic, soc io log ica l and 
psychological rewards. I f these r(?v;ards a r e seen 
equi tab le then improved s a t i s f a c t i o n develops. On the 
other hand if the rewards a re seen as inadequate for 
one's l eve l of performance, d i s s a t i s f a c t i o n tends t o 
a r i s e . In e i t h e r case, one 's l eve l of s a t i s f a c t i o n leads 
to e i t h e r g r e a t e r or l e s s e r commitment which then a f f e c t s 
and rvf^ntually performance. I t r e su l t s i n t o a continuously 
operat ing performance-sat is fact ion e f f o r t loop as given 
b elow: 
'Performance- •Rewards-
Ef fo r t s^ 
•Perception of-
equity in 
rev/ard Fa i r / 
Unfair 
••Satisfaction or 
dissatisfaction 
.G^ter or lesser^ 
commitment.8 
OBJECTIVE OF THE PRESENT STUDY: 
Whether satisfaction comes first or performance 
is a kind of vaxine question similar to the question as to 
i/\ 
which came f i r s t eit^jej?—iHSl5oreg5> This r e a l l y very 
d i f f i c u l t to answer. But one thing i s es tab l i shed t h a t 
both of them are co -ex i s t en t and have r e l a t i o n s h i p . At 
the same time equity and f a i rness in reward becomes a 
r eve lan t is5Jue-<o\be taken care of. Thesea are the reasons 
behind ccyhductive/a study r e f i n e r i e s a longside othf-r 
8 , Davis land Nej/storm, Human Behaviour a t work: Organiza-
tionalVBe]i2rviour, McGraw-Hill I n t e r n a t i o n a l Edi t ion, 
1986, p .112. 
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dlmentions of personnel policies, procedures and 
practices to examine how far they are working well and 
to what extent the employees are satisfied with their 
job related aspects," , 
Scope of the study: The study has been kept confined to 
ONLY THREE UNITS OIL REFINERIES, VIZ, Barauni, Gauhati, 
and Mathura all operating under Indian oil Corporation 
limited and that too only below the supervisory level 
both blue and white collar workers. 
Research Methodology: The present study is based only 
on primary data collected by the researcher himself as 
also by his representatives. 
Collection of Data: The data were collected through a 
sample survey. 
Size of the smaple: A 10% sample was taken from amongst 
the workers below the supervisory level (both blue and 
white collars). Out of the chosen sample only 170,96 and 
98 people responded from Barauni, Gauhati and Mathura 
refineries respectively, thus making a total of 3 64 in 
aggregate. 
Sampling Procedure; The procedure that was followed in 
drawing the samole was a little bit cumbersome and may 
be ter-ned as systematic sampling. The details of sampling 
procedure are as under: 
Every 10th,?Oth and 30th name and so on where picked 
up from each category of the employees from the payrole 
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Regis ter of the r e f i n e r i e s in ques t ion . I f any 
category consis ted the number of the employees 
g rea t e r than these break-ups, the l a s t person 
was a l so picked up if the number exceeding t o 
the break-up poin ts was grea ter than or equal 
to i t s half/ otherwise t h i s excess was ignored 
a l t o g e t h e r . 
Survey {dethod; In the process of data co l l ec t i on both 
ques t iona i re and schedule methods were adopted, A 
ques t iona i re cons is t ing of f i f t y quest ions r e l a t i o n to 
various job dimensions l i k e job i t s e l f , managerial o r 
supervisory s t y l e . Social r e l a t i o n s and personal 
adjustment v;ere prepared. These ques t ions were wr i t t en 
and got cyclostyled both in English and Hindi. Their 
d i s t r i b u t i o n was based on the language known by the 
respondents . The answers of the quest ions were sought 
e i t h e r in ' y e s ' or No. There was a t h i r d a l t e r n a t i v e 
•Doubtful' which was hardly resor ted t o . 
Tabulat ion; The responses so co l l ec ted were counted and 
tabula ted in the form of t a l l y shee t s . Later on a l l scores 
converted in to the form of percentages were presented in 
a t abu la r form. They were presented dimension wise, 
questionwise and also unitwise and then f i na l ly an 
aggregate % was ca lcu la ted and put aga ins t each ques t ion . 
Table no . l contains a l l information p e r t a i n i n g to the 
employees' fee l ings , a t t i t u d e s and impressions r e l a t i n g 
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to their jobs. These informations have been finally 
translated into % satisfaction and % dissatisfaction 
of employees on job related issues. Table II follows 
the same pattern on managerial and supervisory style. 
Table III is based on a third job dimension i,e, social 
relationship. Table IV takes into account still other 
dimension of personal adjustment and table V has a final 
statement on all dimensions for the employees of all the 
three units separately as well as in combination, 
ANALYSIS AND INTERPRETATION 
1, JOB RELATED ISSUESi In table I there are 23 questions 
in all. These questions were asked to elicit informations 
with respect to varied aspects of job on which the workers 
were employed. For example, extent of strain caused by the 
job, a match between skill of the employee and skill 
requirement of the job, provision of good tools, equipments 
and appliances or otherwise, working conditions whether 
worK assigned is interesting or not, safe and unsafe work 
situations, rest pauses, security, pleasure in doing the 
job, wage criteria, extent of relationship between cost of 
living index and wages paid, benefits, promotion criteria 
and impartiality maintained in promoting people. As mentioned 
earlier each question has three alternative answers viz; 
•yes', *no' and 'douutful'. "Ju^ stions were framed in such 
a fashion that positive answers of some questions express 
satisfaction while others' show dissatisfaction. Similarly 
negative answers of some questions express dissatisfaction 
v;hile others* show satisfaction. 
lOi '1 
In ce.se of Barauni refinery 59% respondents 
have expressed their satisfaction and 35,2% have shown 
their dissatisfaction on various job related issues as 
mentioned above. Only 5,8% have been found doubtful on 
different issues. The standard deviations were 19.5, 
18.5 and 3.8 respectively for satisfied, dissatisfied 
and doubtful respondents. Thus a majority of 59% have 
been found to be satisfied on these issues and 35.2% 
were dissatisfied. 
^n case of Gauheti unit also the percentages of 
satisfied, dissatisfied and doubtful persons were almost 
similar. The percentages were 59,0, 35.3 and 5,7 while 
their standard deviations were 23,4, 24,1 and 4,0 
respectively. The data reveals almost equal degree of 
satisfaction and dissatisfaction as compared to Baranni 
Unit on similar issues. 
As far as Mathura unit is concerned the percentage 
satisfied people on job related issues is a little higher 
(61.1), So naturally that of dissatisfied people is lesser 
than both in case of Barauni and Gauhati units. Doubtful 
cases are also less and their percentage is limited to 
4,8. The standard deviations are 19,4, 18,9 and 3,2 
respectively. 
Finally a combined picture of both satisfied and 
dissatisfied lot has been depicted in the last column. 
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The combined da t a show t h a t 59.TA r e s p o n d e n t s a r e 
s a t i s f i e d , 34,8% a r e d i s s a t i s f i e d and only 5.5% a r e 
doub t fu l having s t a n d a r d d e v i a t i o n to t h e e x t e n t of 
1 8 . 3 , 17,5 and 3.2 r e s p e c t i v e l y . T h e r e f o r e , i t can 
e a s i l y be i n f e r r e d t h a t on job r e l a t e d i s s u e s a 
ma jo r i ty of 59,7% re sponden t s a rd s a t i s f i e d in a l l 
t h e t h r e e r e f i n e r i e s under s t u d y , 
2 . SOCIAL RELATIONS; 
Under t h i s s e c t i o n in a l l e i g h t q u e s t i o n p e r t a i n i n g 
t o d i f f e r e n t d imensions of an i n d i v i d u a l ' s s o c i a l l i f e 
were i n c o r p o r a t e d . The i s s u e s covered were co-workers 
h e l p i n g a t t i t u d e or o t h e r w i s e , working i n the company 
of l i f e minded peop le , t a k i n g i n t e r e s t i n s o c i a l a c t i v i t i e s , 
impact of s o q i a l happen ings , ne ighbours , h e l p i n g a t t i t u d e in 
d i f f i c u l t i e s , e x t e n d i n g love and paying r e s p e c t t o the 
s u b j e c t e t c . 
As the da ta in t a b l e I I on s o c i a l r e l a t i o n s show 82.8% 
of the r e sponden t s in Barauni r e f i n e r y were found t o be 
s a t i s f i e d ppople was a l i t t l e h i g h e r (84 , @4) where as in 
Mathura u n i t i t was compara t ive ly very low (67,4%), The 
p e r c e n t a g e of d i s s a t i s f i e d peop le was conve r se ly h i g h i e r 
in Mathira (23,3) where as in Gauhati and Barauni i t was 
a lmos t equal (12,0% and 12,4%) r e s p e c t i v e l y . Doubtful 
c a se s were a l s o compara t ive ly h i g h e r in ca se of Mathura 
(9.3%) whereas in Gauha t i and Barauni t hey were 3,4% and 
4.8% r e s p e c t i v e l y . 
-a) J 
The combined percentages of s a t i s f i e d , d i s s a t i s f i e d 
and doubtful cases were 78 .3 , 15.9 and 5,8 r e spec t i ve ly . 
The lower percentage of s a t i s f i e d people in Mathura has 
pu l l down the comparatively higher percentage of s a t i s f i e d 
people in Gauhati r e f i ne ry . 
The standard devia t ions of s a t i s f i e d , d i s s a t i s f i e d 
and doubtful respondents in case of Barauni ref inery were 
16,4, 16,3 and 3,3 respec t ive ly whereas those of Gauhati 
uni t were 15,4, 15,7 and 1.5, The data pe r t a in ing to s .d . 
case of Mathura show an upward trend l i ke 17,8 , 17,9 and 
11.4 whpre as those of combined r e s u l t s reveal conformity 
with the standard devia t ions of the f i r s t two u n i t s . They 
are 15,4, 16.3 and 4.8 respec t ive ly for s a t i s f i e d , d i s s a t i s -
f ied , and doubtful ca ses . Overall s i t u a t i o n i s t h a t 78,3% 
employees have been found to be s a t i s f i e d on soc ia l r e l a t i o n s 
i ssues and only 15,9% were d i s s a t i s i f e d , 
3, MAI-JAGERIAL AND SUPERVISORY STYLE : In a l l , ten ques t ions 
were included within the scope of t h i s s ec t i on . The ques t ions 
were mostly r e l a t ed to the a t t i t u d e s of the managers and 
supervisor towards t h e i r subord ina tes . For example, do they 
help t h e i r subordinates in solving t h e i r (subordinates) 
personal p?^oblems; in lea rn ing things which they don^t 
know and in redress ing t h e i r grievances immediately, the 
kind of behaviour they show if the subordinates commit 
mis takes; do they always give orders ; do they accept good 
suggest ions given by the employees e t c . They a lso includeci 
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ques t ions l i k e whether workers ai:« t r e a t e d as human 
beings and t h e i r fee l ings and sentiments are taken 
care of an s imi la r other i s s u e s . 
The responses on these i ssues have been presented 
in tab le I I I in the form of percentage, percentage mean 
standard devia t ion for d i f f e ren t r e f i n e r i e s as well as 
t h e i r aggregate . The percentages of s a t i s f i e d people on 
these i ssue were 46 ,5 , 5 7,1 and 39,4 in Barauni, Gauhati 
and Mathura r e f i n e r i e s respec t ive ly wheras t h e i r aggregate 
percentage was 47 ,7 , On the other isde the percentage of 
d i s s a t i s f i e d people var ied between 30,5 to 46 ,3 , the h ighes t 
being in Mathura and the lowest in Gauhati un i t , whereas 
' Barauni with 40,7% has been placed in the middle. In an 
aggregat ive form 39,1% respondents have, been found d i s s a -
t i s f i e d on supervisory s t y l e which i s the highest among 
a l l dimensions. The percentage of doubtful cases for Barauni^ 
Gauhati, Mathura and t h e i r combination were 12,8, 12,4, 14,3 
and 13,2 r e spec t ive ly . 
The standard devia t ion computed for the s a t i s f i e d 
people in Barauni, Gauhati, Mathura and t h e i r combination 
were 7 .5 , 11,2, 6,5 and 5.8 respec t ive ly whereas those for 
d i s s a t i s f i e d persons were 9 .9 , 8 , 1 , 5.4 and 5,6 in the same 
order . The standard devia t ions in case of doiobtful cases 
are varying between 4,3 in aggregate to 6,9 in Gauhati 
whereas in Barauni i t was 6,0 and in Mathura i t has been 
found to be 5 .4 . In general they have shown highest degree 
of s a t i s f a c t i o n on extending help in learning process and 
•;OJ 
h i g h e s t d i s s a t i s f a c t i o n on the frequency and s t y l e of 
o r d e r i n g , 
4 . FATIILY RELATIONS AND PERSONAL ADJUSTMENT; 
The f o u r t h s e c t i o n of t h i s a n a l y t i c a l s tudy encompasses 
i s s u e s r e l a t i n g to t h e family r e l a t i o n s a s we l l a s p e r s o n a l 
ad jus tment of the employees . This was f e l t necessa ry t o be 
i n c o r p o r a t e d because we h i r e the man and do no t h i r e on ly 
the hands and a l s o because i t i s s a i d t h a t a man d i s s a t i s -
f i ed In h i s house i s d i s s a t i s f i e d on the job and v i c e v e r s a . 
We can no t comple te ly i s o l a t e a man's e n t i t y i n h i s family 
s e t up from h i s e n t i t y in h i s work r e l a t i o n s h i p . Hence, i t 
i s a b s o l u t e l y nece s sa ry t o c o n s i d e r o f f - t h e job dimensions 
a longwi th on the job d imens ions , For t h i s r eason n i n e 
q u e s t i o n s were i n c o r p o r a t e d in the q u e s t i o n a i r e . These 
q u e s t i o n s were concerned wi th family t rovib les ca re of t h e 
employee taken by h i s family members, working in accordance 
wi th h i s w i l l or a g a i n s t t h e w i l l , obeying o r d i s - o b e y i n g 
h i s o r d e r s e t c . Bes ides c e r t a i n o t h e r q u e s t i o n s were r e l a t i n g 
to h i s own p e r s o n a l c h a r a c t e r i s t i c s , a t t r i b u t e s , a t t i t u d e 
and h i s p h y s i c a l as w e l l a s mental h e a l t h . 
The r e s u l t s which could be o b t a i n e d on t h i s pa r ame te r e 
a r e a s f o l l o w s : 
The p e r c e n t a g e mean s c o r e s of s a t i s f i e d groups were 
7 4 , 2 , 8 1 , 4 , 60»8 and 72 ,1 in ca se of Baraun i ,Gauha t i ,Mathura 
r e f i n e r i e s and t h e i r combinat ion i n the same o r d e r . Thus, 
anong t h e r e f i n e r i e s under s tudy the l e v e l of s a t i s f a c t i o n 
has been h i g h e s t in ca se of Gauhat i and l owes t in Mathura 
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while Barauni is somewhere in between. This situation 
is very much similar to the situations observed on 
supervisory style and social relations parameters. The 
% mean score of dissatisfied people are 22,0, 16,8, 36,2 
and 25,0 respectively, whereas mean percentage of doubtful 
cases are 3.8, 1,8, 3,0 and 2.9 in the same order. The 
standard deviations in cases of satisfied groups were 
18,4, 13.3, 13,1 and 13.1,whereas the same in case of 
dissatisfied groups were calculated as 18,5, 13,4, 12,1 
and 13,2, With respect to doubtful cases standard deviations 
are 2.5, 1.2, 3,1 and 1,8. 
In case of Barauni the highest degree of satisfaction 
was found on issue of worry without cause. Only 5,9% 
respondents were found worried with no cause, a kind of 
osychological problem and highest point of dissasatisfaction 
(61,8) was sc-n on family members not taking care of the 
persons. In case of Gauhati unit highest percentage (94,8) 
of people were found satisfied on the issue of family 
mp'mbers obeying the respondents whereas highest degree 
of dissatisfaction (40,65'») was observed because of family 
troubles. Mathura unit follows suit of Barauni unit as 
far as highest degref^  of satisfaction is concerned, though 
the actual degree is less by about 11% and that of Gauhati 
unit in case of highest dissatisfaction. The combined effect 
follows suit of both Barauni and Mathura in case of satisfa-
ction and that of only Barauni in case of dissatisfaction. 
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5 . A COMPOSITE PICTURE 
A composite p i c t u r e of the r e s u l t s of s t u d y has been 
p r e s e n t e d in t a b l e V.This t a b l e i s m u l t i - d i m e n t i o n a l i n 
n a t u r e , where- in t h e degree of s a t i s f a c t i o n , d i s s a t i s f a c t i o n 
and d o u b t f u l ca ses on a l l t h e fou r job and job r e l a t e d 
major d imens ions f o r a l l t h e t h r e e r e f i n e r i e s •under s tudy 
have been p r e s e n t e d i n t h e form of p e r c e n t a g e s , mean 
p e r c e n t a g e s and s t a n d a r d d e v i a t i o n s . 
The f i n a l r e s u l t s show t h a t in B a r a u n i r e f i n e r y over 
a l l 65,6% peop le a r e s a t i s f i e d , whereas 27,6% a r e d i s s a t i s -
f i e d and on ly 6,8% a r e d o u b t f u l . In ca se of Gauha t i 
r e f i n e r y 70,5% re sponden t s have been found s a t i s f i e d , 23,7% 
d i s s a t i s f i e d and 5.8% d o u b t f u l . The degree of s a t i s f a c t i o n 
i n Mathura was to the t u n e of 57,2% and t h a t of d i s s a t i s -
f a c t i o n has been found t o t h e e x t e n t of 35.0% and d o u b t f u l 
c a se s were 7,8%. 
O v e r - a l l s a t i s f a c t i o n and d i s s a t i s f a c t i o n l e v e l f o r 
a l l t h e t h r e e r e f i n e r i e s and p r e s e n t e d i n the l a s t columns 
of t h e t a b l e . Th is p o r t i o n of t h e t a b l e d e p i c t s t h a t 64,5 
r e s p o n d e n t s a r e s a t i s f i e d , whereas 28.7% a r e d i s s a t i s f i e d 
and on ly 6,8% responden t s a r e doxibtful . 
S i n c e t h e over a l l s a t i s f a c t i o n l e v e l i s beyond 50%, 
t h e r e f o r e , one can s a f e t y say t h a t i n g e n e r a l t h e employees 
of the xrefin'=ries a r e s a t i s f i e d and a l s o conclude t h a t 
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p e r s o n n e l p o l i c i e s ^ prcxsedures and p r a c t i c e s inc lud ing 
o t h e r t h i n g s a r e o p e r a t i n g in a r i g h t d i r e c t i o n . S t i l l , 
one should n o t be complacent enough as t h e l e f t ove r , t h e 
p e r c e n t a g e of those who a r e n o t s a t i s f i e d , i s a l s o 
s u b s t a n t i a l . Moreover, t h e r e i s always scope f o r improve-
ment . -~, 
S ince t h e c o n d i t i o n s i n o t h e r r e f i n e r i e s a r e a i s o 
more or l e s s the same, t h e r e s u l t s and c o n c l u s i o n s drawn 
from t h i s s tudy can be s a f e l y g e n e r a l i z e d t o o t h e r u n i t s 
CONCLUSIONS AND SUGGESTIONS; 
The p r e s e n t s tudy on Job s a t i s f a c t i o n among t h e 
employees of the r e f i n - ^ r i e s was conducted as a supplement 
as w e l l a s complement of t h e main s t u d y . The purpose of 
t h i s s tudy was t o t e s t the e f f e c t i v e n e s s of p e r s o n n e l 
p o l i c i e s , porcedures and p r a c t i c e s v*iich a r e d i r e c t l y 
a s s o c i a t e d with employee s a t i s f a c t i o n and d i s s a t i s f a c t i o n , 
'.hough t h e r e a r e s e v e r a l o f f - t h e - j o b f a c t o r s which a l s o 
c o n t r i b u t e t o t h e degree of s a t i s f a c t i o n and d i s s a t i s f a c t i o n , 
t h e j ob r e l a t e d f a c t o r d e f i n i t e l y p lay a v i t a l r o l e , Th<=^  
r o l e of t h e management i n s o l v i n g employees ' pe r sona l 
problems and the reby r e l i e v i n g them from va r ious k inds 
of fami ly p r o b l e m s / t r o u b l e s , i n many ways, need only be 
over emphasized. S o c i a l r e l a t i o n s and consequen t s o c i a l 
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problans are also essent ia l part of a man's l i f e to which 
ref ineries are not an exception. Therefore, they also 
deserve fu l l a t ten t ion . 
In view of thp above facts, the study was based 
mainly on four major job sat isfact ion dimensions that are 
invariably used as parameters, They encourages various on-
the-job as well as off-the-job factors affecting individuals 
e i ther direct ly or indirect ly . 
Tested on these parameters the employees of Barauni, 
Gauhati and Mathura ref iner ies were found sat isf ied to the 
extent of 65.6%, 70.5% and 57.2% respectively whereas on 
over a l l sat isfact ion level was se t a t 64.5%, Thou^ some 
respondents did not have clear perception of certain 
issues but S t i l l a substant ia l portion of the workforce 
has been found d issa t i s f ied . The data on the extent of 
d issa t i s fac t ion level pertaining to a l l the three refineri*=s 
as well as t he i r combined effect are as follows: Barauni 
27.6%, Gauhati 23.7%, Mathura 25,(y/o and over a l l 28,7%. So 
categorically the level of dissat isfact ion i s highest in 
Mathura and lovrest in Gauhati where as Barauni is somewhere 
in between. Hence, i t i s advisable that the management of 
ref ineries in general and that of Mathura refinery in 
par t icu lar should review the i r pol icies and prac t ices . 
Since most of the pol ic ies par t icular ly personnel pol icies 
are common to a l l of th«n. Variation in the extent of 
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sa t i s fac t ion and dissat isfact ion have been observed that 
i t is more a question of procedures and practices than of 
po l i c i e s . Henggp areat^r^^tvtention^ has to b(a_pa^^tnwarfi«=! 
application side than policy formulation s ide. 
C O N C L U S I O N S 
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CONCLUSIONS, COMMENTS AND SUGGESTIONS 
The O i l r e f i n i n g i n d u s t r y occup ies an impor t an t p l a c e 
in t h e econorry of I n d i a . I t i s one of t h e f i v e most p r o f i t a b l e 
i n d u s t r i e s of thp coun t ry and makes s u b s t a n t i a l c o n t r i b u t i o n 
t o t h e n a t i o n a l excheque r . I t p roduces a nuirtber of p r o d u c t s 
v;hich a r e v a r i e d i n n a t u r e and a r e ex t remely impor t an t f o r 
our day to day l i f e . I t s c o n t r i b u t i o n s in the form of 
employment o p p o r t u n i t i e s a r e a l s o g r e a t . Though t h e c o u n t r y 
had t o import crude o i l a s w e l l a s pe t ro leum p r o d u c t s f o r 
i t s domest ic consumption. S imul t aneous ly , i t has been 
e a r n i n g fo re ign exchange by e x p o r t i n g crude and t h e p r o d u c t s 
of t h i s i n d u s t r y . But s t i l l t h e ba l ance of t r a d e a s f a r as 
crude o i l and pe t ro leum p r o d u c t s a re concerned, has n o t been 
p o s i t i v e . However, t h e over a l l c o n t r i b u t i o n made t h e 
i n d u s t r y a r e h i g h l y a p p r e c i a b l e . 
Pe r sonne l and hence p e r s o n n e l management, p o l i c i e s 
and p r a c t i c e s a r e e s s e n t i a l l y an i m p o r t a n t p a r t of every 
o r g a n i z a t i o n , p a r t i c u l a r l y when i t i s employing a huge 
work fo rce . They a r e no t conf ined t o i n d u s t r i a l o r g a n i z a t i o n s 
a l o n p ; r a t h e r they a r e e q u a l l y u se fu l f o r Government 
Depar tments , M i l i t a r y O r g a n i z a t i o n s , and o t h e r n o n - p r o f i t 
i n s t i t u t i o n s . The importance of Pe r sonne l Management i s 
a l s o h i g h l i g h t e d from t h e scope and f u n c t i o n s a s s o c i a t e d 
with i t . While o t h e r managements a r e conf ined t o t h e i r 
respec t ive areas personnel manaa.eii>eB4^-cut5 acros.s-^he 
boundary of the whole of the^^gRn"''^^-'']'^"- '^ h** s ign j f i ranno 
of personnel problems and, therefore , personnel management 
in r e f i n e r i e s iscx5nspicuous by i t s n a t u r e . Ref iner ies come 
under process opera t iona l system wherein any stoppage or 
in t e r rup t ion a t one point leads to the work stoppages a t 
severa l p o i n t s . Ref iner ies do not produce only consximers' 
items r a t h e r they Supply chief l u b r i c a n t s for running the 
wheels of other indust r ies .They are obliged t o petroleum 
products for t h e i r e f f i c i e n t and e f f e c t i v e opera t ions . 
Petroleum industry can ensure continuous flow of supp l ies 
only when i t i s able to maintain a contented and s a t i s f i e d 
labour force, which i n turn could be achieved by proper 
applicaticai of personnel p o l i c i e s . 
personnel po l i c i e s are major gu ide l ines to a l l 
employees working in the organizat ion including Personnel 
Department s t a f f . Personnel p o l i c i e s are not an i so la ted 
document bu t an in t eg ra t ed pa r t of the over a l l corpora te 
po l i cy . Various aspects on which personnel p o l i c i e s should 
be formulated include recruitmentfitselection, manpower 
development and t r a in ing programmes, wages and f r inge 
bene f i t s , terms and condi t ions of employment and i n d u s t r i a l 
r e l a t i o n s , and labour welfare and employer s e r v i c e s . 
Once a pol icy i s formulated and implemented, i t i s 
the r e s p o n s i b i l i t y of the personnel department to monitor 
feed back on i t s implementation from the ac tua l adminis-
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t ra tors of the policy. But s t i l l the policy has to be 
evaluated in terms of i t s satisfying organizational 
requirements, i t s linkages with other pol ic ies , procedures 
and practices and f inal ly , i t s promotion of bet ter employer-
employee re la t ions , once i t is evaluated, modified and 
finalised, i t has to be written down and circulated among 
a l l employees for the i r awareness. 
I t i s cost increasing to have too many people when 
they are not required and v;ork also suffers when they are 
needed but not avai lable . Manpower planning is a process 
by which a firm ensures that i t has r igh t numbf^ r and the 
r ight kind of people a t the r igh t places, a t the r ight time, 
doing things for which they are most economically useful. 
As far as o i l refining units are concern'~d, they ware 
lacking such kinds of planning in the i n i t i a l stages but 
over the time they have gained adequate exppriences. Though 
most of them have not yet gone for very s c i en t i f i c . System 
and elaborate exercises for human resource planning l ike job 
description and work measurement, but they have improved a 
lot in the process of assessment of the i r human requirements. 
Once manpower requirement is estimated, the next step 
i s to procure manpower,In this process i n i t i a l step i s to 
invite sufficient number of job seekers, e l ig ib le for the 
positions to provide ample opportunities for be t te r 
select ion. Recruitment can be done from within as well as 
from outside the organization. Internal recruitment can take 
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place ei ther in the form of promotions and demotions or 
t ransfers , whereas external recruitment depends on various 
sources of manpower supply, prominent among them being 
employment exchange, advertisement in national da i l i e s , 
colleges of engineering and technology, management i n s t i -
tutions and applicants at the gate (paricularly when 
unskilled people are required). 
Refineries resor t to both internal and external 
sources for recruit ing personnel. In case of recruitment 
from v/ithin, they adopt e i ther of the two systems apart 
from the cases of t ransfers . Incumbent may ei ther be given 
promotion on the basis of the c r i t e r i a laid down or may 
be asked to compete with externals , in case of recrui t ing 
fresh people from outside they generally exploit the 
sources mentioned above. 
After applications have been invited, the actual 
process of selection s t a r t s with screening of application 
forms and eliminating, at the outset, to those who are 
obviously found unsuitable. Those who cross the i n i t i a l 
hurdle, have to undergo e i ther the process of written t e s t 
and other employment t e s t s or direct ly had to face the 
interview. This a l l varies firom organization to organization 
or from job to job in the same organization. There are very 
many types of interviews and employment t«s t s such as 
preliminary interview/final interview, patternecVnon-
pattemed interview, panel/individual interview and s t resse 
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interview etc. Employment tests may also be of several 
types, such as intelligence, aptitude, interest and 
trade tests and so on so forth. 
Refineries require the candidates to under go only 
a few screening steps in the process of selection, such 
as written test of general as well as specific type, and 
than interview. They, generally, do not go for a very 
elaborate method of selection but in any caae interviews 
make an essential part of every selection process. The 
persons finally selected have to undergo the process of 
physical examination before the Chief Mrdical Officer of 
the refinery or a panel of doctors meant for this purpose, 
persons selected and found physically fit are issued 
appointment letters by the personnel department and finally 
placed on the job. Reference checking is not very common 
as far as refineries are concerned. 
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I t i s r ea l ly unfortunate t ha t in our soc i e ty s e l ec t ion 
and placement are not always done f a i r l y . In most of the 
cases nepotism and favouri t ism have been observed playing 
v i t a l r o l e . The role of br ibery and o the r corrupt p rac t i ce s 
have a l so been found conspicuous by t h e i r nature and 
r e f i n e r i e s can not be sa id t o be a n ^ x ^ n ^ t i g ^ ^ I f such 
kinds of soc ia l ev i l s could be o^rcome, t h a t would r e a l l y 
be a noble s t ep in the r i g h t d i r e c t i o n . 
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After recrui tment and se l ec t ion the next pol icy 
decision which a t t r a c t s our a t t en t ion i s pe r t a in ing to 
human resource development and t r a i n i n g programmes. We 
are l iv ing in an age of rapid i n d u s t r i a l i z a t i o n and rapid ly 
changing technology. Technological change has led to t he use 
of e l ec t ron ic machines as a lso machine run by power and 
they are changing so f a s t t ha t to -day ' s s k i l l e d becomes 
ignorant of tomorrow's change. Moreover, management t e c h -
niques a re a lso changing constant ly with the change in 
s o c i a l outlook and value system in the s o c i e t y . Methods and 
techniques of decis ion making have also undergone s u b s t a n t i a l 
changes. These changes have made continuous t r a i n i n g and 
manpower development programmes a t a l l l e v e l s Imperat ive, 
Refining indus t ry being highly mechanised, and using compli-
cated machinery need t o impart more and more extensive and 
in tens ive t r a in ing to i t s employees. 
Broadly speaking t r a i n i n g can be imparted pre- job as 
well as pos t j ob . Under pre- job we can have apprent iceship 
t r a i n i n g and i n s t i t u t i o n a l t r a i n i n g , whereas under pos t -
job we have on-the-job and ves t ibu le t r a i n i n g . In a l l kinds 
of t r a i n i n g seve ra l s teps are genera l ly involved. These 
s teps a r e i d e n t i f i c a t i o n of t r a in ing needs, examination of 
occupations chosen and t h e i r ana lys i s , s e l ec t ion and 
appra isa l of t r a i n e e s , s e t t i n g t r a in ing objec t ives drawing 
a sy l l abus , planning the t r a in ing programme, t r a in ing a u d i t 
and follow-up. 
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There a re severa l methods of imparting t r a in ing some 
of which are contnon to both managerial and opera t ives ' 
t r a i n i n g whereas r e s t are c l ea r l y demarcated. For example 
l e c t u r e , conference and discussion methods can be equally 
good for both managers and operat ives whereas management 
gane, in-basket technique, ro le play and s e n s i t i v i t y 
t r a i n i n g are exclus ively meant for execut ives and managers. 
Al l r e f i n e r i e s are very large in t h e i r s i zes and 
complex in t h e i r opera t ions , Thpy a re fu l ly aware of the 
importance of human resource development and as a mark of 
i t they have a l ready laimched HRD programmes. Under these 
programmes the following aspects are general ly covered; 
Role a n a l y s i s , goal s e t t i n g and a p p r a i s a l , feed-back and 
counsel l ing; recrui tment and s e l e c t i o n ; succession 
planning; ca ree r planning; manpower planning and fo recas t ing ; 
job enrichment; job designing and redesigning and ro le 
development. 
I t i s company's policy tha t inheren t p o t e n t i a l of 
evf^ryone should bp developed for b e t t e r organiza t ional 
performance, AS a r e s u l t of which each and every employee 
seeks to develop h i s knowledge, a t t i t u d e and s k i l l s and 
r e f i n e r i e s encourage and a s s i s t such e f fo r t s through 
fornal and informal on-the-job t r a i n i n g . For example. 
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Indian Oil Corporation has established one training Centre 
in each refinery, pipelines division, marketing division 
and also established a Management Academy a t Haldia to 
cater to the training needs of employees. Ihrse centres 
are imparting training to both officers and staff . The 
duration of training varies between one session to one year 
for different kinds and types of t ra in ing. 
All these centres are fully equipped with a l l kinds 
of modern training aids l ike audeo-visual, overhead 
projectors, opaque projectors, cinema projectors, video-
casset tes , tape recorders, T.V, sets and so on so for th . 
The methods adopted for imparting training also range from 
lecture method to sens i t iv i ty t ra in ing. 
Apart from ref iner ies operating under KX: other 
ref iner ies under BPCL, HPCL and those operating independently 
have adequate training f a c i l i t i e s for t he i r officers as well 
as operatives. On the whole training inputs and t ra ining 
ouputs both have been found quite sa t is factory in most of 
the re f ine r ies . 
There can be no two opinions with respect to the 
u t i l i t y and usefulness of standing orders, rules of discipl ine 
and discipl inary procedures and act ions . , grievance 
procedure, trade union a c t i v i t i e s , collective bargaining, 
joint consultation and a well defined promotion policy. 
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Clear cu t d e f i n i t i o n of various terms and condi t ions of 
se rv ice w i l l not only he lp in minimising dif ferences r a t h e r 
i t w i l l a l so help in e s t ab l i sh ing and maintaining i n d u s t r i a l 
peace and harmony. However, mere framing of ru l e s and 
regula t ions w i l l not be of much use unless the re i s an 
understanding and a c l imate of mutual cooperat ion. 
I t has always been found t h a t the r a t e of c e r t i f i c a t i o n 
of s tanding orders , framing the ru les of d i s c i p l i n e aid 
s e t t i n g grievance procedure for the immediate r e d r e s s a l of 
gr ievances , has been slow. Even the organiza t ions , including 
r e f i n e r i e s , which have gone for such arrangement, do not 
r e a l i s e t h e i r importance as a r e s u l t of which ne i the r the . 
employers nor the employees follow them in t rue S p i r i t , 
This i s some times dup t o in difference in t h e i r a t t i t u d e 
and sometimes because of ignorance, the former p a r t of 
which could be avoided by br inging a t t i t u d i n a l change in 
them and the l a t t e r by educating them. 
The exis tence of an enlightened, s t rong and t ru ly 
r ep resen ta t ive unions, making i t f eas ib le to negot ia te 
and bargain with the management and come to an agreement 
on c r u c i a l i s sues , need not be over emphasized, Ihough the 
r e f i n T i e s , in general , have more than one union leading 
t o m u l t i p l i c i t y , causing in ter -union r i v a l r y but s t i l l 
they could develop consensus on c e r t a i n common i s s u e s . 
The various recognised unions could make i t f ea s ib l e to 
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enter into collect ive bargaining vis-a-vis the i r management 
and several short and long term agreements could be signed. 
Like other organizations almost a l l ref iner ies do have 
some kind of promotion policy where in well defined 
promotion c r i t e r i a have been laid down. Promotions could 
be given ei ther en t i re ly on seniori ty or ent i re ly on merit, 
but both of them have certain strength and weaknesses as 
a r e su l t of which even i f they are acceptable to one party, 
they are not acceptable to the otiier. Hence, a compromising 
formula could be evolved by combining both of them. But 
s t i l l the problems involved in giving promotions are not 
over. The reason i s that seniori ty can be calculated easi ly 
but fa i r application of merit par t of i t is rearely found. 
No sc ien t i f i c techniques of merit ra t ing have ever been 
applied. Mostly subjective judgement of the boss in the form 
of Confidential Report (CR) is a common bas is , where chances 
of creeping in personal bias and prejudice, favourtism and 
nepotism and p o l i t i c a l push and pull are alv;ays there. 
Halo-effect in managerial assessment process can also be 
hardly eliminated. Under such a s i tua t ion , poss ib i l i ty of 
d is-sa t is fact ion as compared to sat isfact ion is always 
greater . These are the reasons why promotion issue has 
always been a major cause of individual dissat isfact ion 
and indust r ia l disputes consequent upon i t . One of the 
reasons why trade unionists ins i s t on seniori ty rather than 
on merit is inherent in this weakness. 
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The term WpM/joint consultation has increasingly been 
popularised over the years. A considerably large number of 
committees and councils were set up though their number 
were lesser than they were required. Refineries have also 
set up Such committees and councils but as far as their 
working and effectiveness are concerned, they were a 
dismal failure. The reasons behind their unsuccessful 
Operations may be attributed to lack of consciousness and 
sincereity as also to indifferent attitudes of the employers, 
management and the workers. If taken seriously and sincerely, 
they could have gone a long way in minimising differences 
and conflicts and thereby harmonising industrial relations, 
AS far as standing orders and grievance procedure 
are concerned all the refineries have certified standing 
orders of their own which regulate employment relationship. 
They also maintain a well laid down grievance procedure 
for the speedy redressal of individual and group 
grievances, 
'Wage and salary administration is one of the most 
important operative functions of personnel management. 
This concerns with the problem of hew much the employees 
should be paid in return of their services rendered to 
the organization, the solution of which generally lies on 
the thorough analysis of all those factors which affect 
such remuneration, 'Wages' have been defined as the 
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aggregate earnings of an employee for a given period of 
time such as a day or a week and are equal t o the product 
of a p iece r a t e times the number of p ieces or an hourly 
r a t e times the number hours, plus any primixim or bonus 
parned, while ' sa lary ' ' i s compensation t o an employee for 
personal se rv ices rendered on a weekly, monthly or annual 
bas i s , 
There are two types of wages; nominal wage and r e a l 
wage, with respec t t o t h e i r soc i a l purposes wages can a l s o 
be c l a s s i f i e d as minimum wage, l iv ing wage and f a i r v;age. 
Methods adopted for the payment of wages could be time r a t e 
or p iece r a t e . The bas i c p r i n c i p l e s of wage payment 
consider severa l fac tors as inf luencers while determining 
the wages. These fac to rs a re labour l e g i s l a t i o n , labour 
market, geographical loca t ion , cost of l i v ing index, wage 
l eve l , a b i l i t y to pay, p roduc t iv i t y , a t t r a c t i o n and r e t e n t i o n 
of employees and c o l l e c t i v e bargaining. 
Employees in genera l , are i n t e r e s t e d in in te rna l as 
well as ex te rna l consistency in the payment of wages. 
External consis tency implies t h a t the employees a r e paid 
equally for the same kinds of job as coTipared to the 
workers performing s imi l a r jobs in the same industry 
operat ing in the same region. While i n t e r n a l consistency 
wants to achieve e q u a l i t y in payment for s imi l a r jobs 
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within the organization, AS far as external consistency 
is concPTned i t could be achieved through wage surveys 
w^ere as the maintenance of internal consistency require 
a thorough job analysis and job evaluation, Ihere are two 
major methods of job evaluation and each of them have 
two off-shoots. They are qual i ta t ive arri quanti tat ive methods. 
Under the former method we have simple ranking and grading/ 
job c lass i f ica t ion methods and under the l a t t e r we have the 
point system and the factor comparison system. 
So far as the question of wage and salary determina-
tion in various ref ineries is ccaicerned i n i t i a l l y i t was 
done a r b i t r a r i l y but with the growth of labour unions, titieir 
regis t ra t ion and recognition most a l l the contractual issues 
are se t t l ed through mutual negotiations and col lect ive 
bargaining. .Vhile entering into agreements they t ry to 
take into consideration a l l those factors which are necessary 
to maintain external as well as internal consistencies in 
the payment of wages, though they never undertook the 
comprehensive job evaluation exercises. 
By the agreement ctorrently in operation the biggest 
Oil Corporation (IOC) has classif ied i t s workmen into eight 
grade (I to VIII) whereas officers have been put into nine 
grades (I to VIII) whereas officers have be^n put into 
nine grade 'A* to I , Their scales of pay vary between 
;2t 
Rs.1050-50-1750-60-2110 for "A' grade t o Rs,4000-125-4500 
for I grade in case of o f f i c e r s . For workmen the sca les of 
pay vary between Rs.421-11-542-710 for grade I to 
Rs,700-30-1000-36-1144-45-1459-50-1659 for grade VI I I . 
Apart from sca les of pay they a r e a l s o paid var ious 
types of allowances such as DA, ADA or va r i ab l e deamess 
allofr/ance. They are paid other kinds of allowances under 
f r inge b e n e f i t s . These benef i t s include c i t y compensatory 
a l lovance , house ren t allowance, house r e n t svibsidy, s h i f t 
allowance, washing allowance, free t e a / t e a allowance, 
s p e c i a l allowance, p a t r o l l i n g allowance, cash handling 
allowance, tanker allowance, refreshment allowance, conve-
yance to b l ind and handicapped employees, compensatory Hi l l -
cum-winter allowance, non-pract is ing allowance, heavy 
equipment allowance, t r a v e l l i n g allowance, da i ly allowance, 
displacement allowance, t r a n s i t allowance and s e t t l i n g 
al lowance. They a l so a v a i l leave t r a v e l concession, 
incen t ive for acquir ing add i t i ona l q u a l i f i c a t i o n s , long 
se rv ice awards. Various kinds and types of leaves l i k e 
CL, EL, SEL, Sick, materni ty , spec i a l casual e t c . 
Cochin and other r e f i n e r i e s a re a l s o following more 
or l e s s the same p a t t e r n . Ref iner ies in genera l are 
considered t o be the good pay masters . They a r e a l so in 
a pos i t i on t o provide various types of f r inge bene f i t s 
and incen t ives to t h e i r workmen. 
tZo 
The ref iner ies in general can afford and are in a 
be t t e r position t o maintain and even improve remuneration 
and compensation for the i r employees because they are 
making huge profi ts and profi t wise they are sane where 
(within five) on the top among a l l Indian Indust r ies , 
The significance of employee welfare and employee 
services i s evident from the fact that ava i lab i l i ty such 
f a c i l i t i e s benefit the employee and a t the same time to 
the employer. They are based on mutuality pr inciples . For 
employe-s they are an aid to the i r a l l rounds sat isfact ion 
and well-being arti in turn they indirect ly help the 
employer in raising the productivity of the organization. 
By providing welfare amenities and employee services the 
•J 
management may also be able to discharge a part of i t 
raanagem^nt also t r i e s to fu l f i l i t s legal obligations as 
imposed upon by the Factories Act, 1948, 
Thus employee welfare services have been broadly 
classif ied into two categories, viz; s ta tutory and non-
statutory (voluntary) or intra-mural and extra-mural 
(Those which are provided within the premises of the under-
taking and those provided outside the organizational 
premise), 
Looking of their importance and also because of 
legal obligations a l l the refineries in the Indian Oil 
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industry have done a lot in the field of employee welfare 
and employee services. So far as the obligatory health 
and safety provisions are concerned, apart from statutory 
requirements the policy of the industry is to be very 
cautious and careful as the industry having inflammable 
products is highly fire prone, hence fire fighting 
provisions and safety from fire is extre-nely important and 
and Company takes full care of it. Since refining machinery 
and equipments are also very complicated, the chance of 
accidents taking place is much greater. That's why the 
management of the refineries have provided all kinds of 
protective equipments to their employees. It is surprising 
that by not using these appliances and equipments and also 
by avoiding safety measures they expose themselves to 
accidents. Such kinds of avoidance behaviour on the part 
of the workers have been commonly reported. 
The management of the refineries have also taken 
care for providdLng amenities statutorily requires such 
as provisions of Canteen, drinking water, laterines and 
urinals, spittoons, bathing and washing facilities, rdst 
rooms and rest shelters and so on. So far as cleanliness 
is concerned, it invites attention of the people responsible 
for. 
Regarding non-statutory welfare services the 
managements o£ the refineries follow the philosophy of 
;27 
providing maximum possible f a c i l i t i e s to the i r employees. 
The idea behind such policy is to share the i r personal 
problems and as far as possible allow them to be relieved 
from basic family problem like housing accomodation, 
medical care, educational f a c i l i t i e s , transportation to 
and from the place of work and also providing necessary 
com.Tiodities a t fa i r prices and through cooperative s to re s . 
On the whole provisions of employee services both 
s ta tu tory and non-statutory have been found to be quite 
sat isfactory in almost a l l the re f iner ies . But s t i l l 
there is always scope for more and be t te r f a c i l i t i e s and 
further improvement in existing ones. 
The present study on job sat isfact ion among the 
employees of the ref iner ies was conducted as a supplement 
as well as canplement of the main study. The purpose of 
this study was to t e s t the effectiveness of personnel 
pol ic ies , procedures and practices which are d i rec t ly 
associated with employees sat isfact ion and d issa t i s fac t ion . 
Though, there are several off-thf-job factors which also 
contribute to thp degree of sa t is fact ion and dissa t i s fac t ion , 
the job related factors definitely play a v i t a l ro l e . I t 
i s , where the management can work as a pace s e t t e r . The 
role of the management in solving employees' personal 
problems and thereby relieving them from various kinds of 
•i2o 
family problems/troubles^ in many ways, need not be over-
emphasized. Social re la t ions and consequent social 
problems are also essent ia l part of a man's l i f e to 
which refineries are not an exception. Therefore, tiey 
also deserve full a t t en t ion . 
In view offi the above facts, the study was based mainly 
on four major job sa t is fact ion dimensions tha t are 
invariably used as parameters. They encompass various 
on-the-job as well as the off-the-job factors affecting 
individuals e i ther d i rec t ly or ind i rec t ly . 
Tested on these paraneters the employees of uarauni, 
Gauhati and Mathura ref iner ies were found sat isf ied to 
the extent of 65. ©i, 70.5% and 57.2% respectively ,whereas 
an over a l l sat isfact ion level was set a t 64.5%. Though 
some respondents did not have c^ear perception of cer ta in 
issues but s t i l l a substant ial portion of the workforce 
has been found d i ssa t i s f i ed . The data on the extent of 
dissat isfact ion level pertaining to a l l the three ref ineries 
as well as the i r combined effect are as follows: Barauni 
27.6%, Gauhati 23.7%, Mathura 35.0% and over a l l 28.7%. 
So categorically the level of d issa t is fact ion is Ikighest 
in Mathura and lowest in Gaxihati where as Barauni is some-
where in between. Hnece i t i s advisable tha t the managements 
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ref iner ies in general and that of Mathura refinery in 
par t icular should review the i r pol icies and pract ices . 
Since most of the policies par t icular ly personnel pol ic ies 
are common to a l l of them variations in the extent of 
sat isfact ion and dissat isfact ion are more a question of 
procedures and practices than of po l i c i e s . Hence,greater 
a t tent ion has to be paid towards application side than 
pol ic ies formulation s ide . 
AI>I^ ErsriD I CES 
This is an investigation related to your life and 
job. Its success fully depenc^ on your frank response and 
whole hearted cooperation. You are not required to reveal 
your identity, 
( S.M. OZAIR) 
Carefully go through the questions given below. 
Please put a ( v/) mark either on 'Yes' or 'No' or 'doubtful' 
whichever you think is applicable to. you. 
QUESTIONS Yes No Doubtful 
1, Do you always have some family 
troubles ? 
2, Do your family members take no 
care of you? 
3, Do they take steps against your 
will ? 
4, Do they obey you and give respect 
to your orders ? 
5, Are you mentally and physically 
strong ? 
6, Do you think that due to your ill 
health you can not go forward in 
your job ? 
7, Are you always worried with no 
cause ? 
8, Does your job cause great strain 
to you ? 
9, Do you have tiie skills as required 
by the Job ? 
10, Are you placed on the job according 
to your skill and ability 
11, Do you have much more skills as is ( 
required by the job ? 
12, Are you provided with good tools, ( 
appliances and equipments to work 
with ? 
13, Does your job provide occupational ( 
status ? 
14, Do you prefer to work in large cities?( 
15, Are smaller towns better work place ( 
than big cities ? 
16, Is your plant big one ? ( 
17, Do you like to work in a smaller ( 
plant ? 
18, Do you think that provisions of ( 
moderate tenperature, adequate lighting 
and ventilation etc, has been made there? 
19, Do you feel that the work you are ( 
doing is interesting? 
20, Do you^ coworkers help you in ( 
difficulties? 
21, Do you have to work with those whom ( 
you don* t like? 
22, Do you have to work in an unsafe ( 
working condition? 
23, Does your job give you enouc^ time ( 
for rest and recreation? 
'24, Do you feel pleasure in doing your ( 
job ? 
25, Do you feel that your job is fully ( 
secured? 
26, Are you always worried about your ( 
job security ? 
27, Is there any specific criterion ( 
for the payment of wages in your 
organization ? 
28, Are wages and s a l a r y s u f f i c i e n t 
in r e l a t i o n to cos t of l iv ing or 
p r i c e s of commodities ? 
29, Do you have to borrow money from your 
fellow-workers a t the end of the 
months ? 
30, Do you think tha t adequate bene f i t s 
l i k e re t i rement provis ion , medical 
f a c i l i t i e s and leave with pay e t c . 
are provided by the company? 
3 1 , Is promotion given on the bas i s of 
a fixed c r i t e r i o n ? 
32, Do you f ee l that employees are p ro -
moted impar t i a l ly ? 
33, Do you t r y t o escape from g e t t i n g 
r e s p o n s i b i l i t y ? 
34, Will you l i ke to have r e s p o n s i b i l i t y 
with corresponding authority"? 
35, Does your supervisor help you in 
solving your personal problems? 
36, Does he help you in learn ing the 
th ings t ha t you d o n ' t know? 
37, Does he take immediate s t eps in the 
r ed re s sa l of your grievances? 
3 3, Does h i s a t t i t u d e become harsh when 
you coimnit any mistake ? 
39, Does he sympathet ical ly behave with 
you i h s p i t e of your f au l t s ? 
'40, Would you feel relaxed i f your 
supervisor i s changed? 
4 1 , Do you fee l t h a t employees a r e always 
given orders? 
42, Do you. fee l t ha t good suggestions 
given by the employees are taken 
se r ious ly , ? 
43, Does your management recognized you 
as human being and respec t your 
fee l ings and sentiments? 
(0 
44, Are you interested in social activi-
ties ? 
45, Are you afraid of managements action 
in doing so? 
46, Do social happenings like happiness 
and sadness affect your mind? 
4 7. Do your neighbour? help you in 
difficulties? 
48, Do you have love and honour for you? 
49, Are you annoyed of your neighbours? 
50, Are you esteemed in your society? 
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ADMINISITRATIVE CHART OF PERSONNEL DEPARTMENT 
IRO 
f 
i 
SAO 
GM 
1 
DGM 
1 
CPAO 
4^ 
APO 
SAO 
1 
LWO 
t 
r 
SA 
T 
SA 
r~i—r~T~~r 
Asstt. Asstt- Asstt. Asstt. Asstt. 
T 
SC 
1 
SC 
I 4 I i 
JC JC JC JC 
f 
Typtst 
J 
Typist Typi'st 
GM = General Manager 
DGM = Dy. General Manager 
CPAO = Chief Personnel & Administrative officer 
SAO = Senior Administrative Officer 
SPO = Senior Personnel Officer 
IRO = Industrial Relations Officer 
APO = Assistant Personnel Officer 
LWO = Labour Welfare Officer 
ALWO = Assistant Labour Welfare Officer 
OS = Office Superintendent 
SA = Senior Assistant 
SC = Senior Clerk 
JC ' = Junior Clerk 
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